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ABSTRACT 
This qualitative study used a grounded theory approach to analyze the early career 
experiences of graduates of sport management degree programs. Participants (n=32) were 
drawn from a sample of graduates of bachelor's or master's degree programs in the 
United States within six years of graduation (2006-2011). Semi"structured interviews 
were conducted in 2012 to explore the experiences ofthis population. Participants were 
asked to consider their experiences as students, practical industry experiences, and the 
process by which they obtained their first positions in the sports industry. A thematic 
analysis revealed several factors that were identified as having a substantial impact. The 
factors identified were personal characteristics, academic experiences, experiences in 
sport management, internships in the sports industry, and the influence of significant 
individuals. Expectations were a key element present with all identified factors. 
Graduates of sport management degree programs use a multi-directional and interactive 
approach to set expectations for their future careers in and out of the sports industry. A 
theory was proposed to show how factors influenced expectation setting which ultimately 
influenced career decisions. A flow diagram was created to explain decisional pathways 
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that participants followed to obtain their first sports industry positions. Results indicated 
that participants could be divided into four categories: participants who obtained a 
position in the sports industry and remained in the field (n=16), participants who obtained 
a full-time position in the sports industry and left the field (n=3), those who obtained 
part-time position in the sports industry (n=5), and those who did not obtain a position in 
the sports industry (n=6). Two participants had obtained full-time positions in the sports 
industry and reduced to part-time status. Participants who obtained full-time positions in 
the sports industry generally remained in those positions. However, challenges existed for 
participants to obtain their first full-time positions. For participants who were unable to 
obtain positions in the sports industry, cited barriers for entry were competition for 
positions and lack of sports industry network. Implications for the development of sport 
managers from a degree perspective and retention of sports organization employees are 
discussed. 
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Chapter One: Introduction 
The sports industry has seen tremendous growth in the last forty-five years. It is 
estimated that the sports industry is a $425 billion dollars per year industry with that 
number only expected to increase (Belson, 20 12). That growth has created a need for 
individuals with the training and education in sport management to manage sports teams, 
leagues, facilities and large enterprises. Thus, sport management education programs 
have become a popular way to train professionals. While many individuals are being 
trained in sport management and subsequently gain full-time employment in the sports 
industry, some of those individuals are leaving the field well before retirement age. Why 
would individuals go through the effort of pursuing a degree in sport management, obtain 
a position in the field, and turn around a few years later and leave the profession? Let us 
first look at the roots of sport management to answer this question. 
Sport management education grew out of a clear need for qualified managers in 
the sport industry. In a letter to his friend, Dr. James Mason, at Ohio University, Walter 
O'Malley of the Brooklyn Dodgers questioned how individuals would be prepared to 
manage the various sport facilities and teams without specialized education (Parks, 
Quarterman & Thibault, 2007). As a result, sport management began as an academic 
program at Ohio University in 1966 (Lewis & Quarterman, 2006). Sport management 
programs were designed as a way to train future professionals to handle the unique needs 
ofthe sports industry. 
Sport management is a "field of study offering the specialized training and 
education necessary for individuals seeking careers in any of the many segments of the 
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industry" (NASPE-NASSM, 1993, p. 159). This vague, but widely used, description does 
little to explain what sport management education prepares students to do. Sport 
management education is tasked with preparing students for a variety of careers. Sport 
management professionals are expected to manage and administer programs in an array 
of sport management subfields. Sawyer ( 1993) clarified the variety of sport management 
subfields including community, recreational and sport facilities, public and private fitness 
clubs, corporate wellness centers, hotels and resorts, youth sports, interscholastic sports, 
intercollegiate athletics, and professional sports. This extensive but not exhaustive list of 
sport management subfields appears to warrant specialized education programs to prepare 
managers to work in the many areas of sport management. This list of subfields also 
helps to identify the range of positions that sport managers hold, as well as areas that are 
affected by early attrition. Despite the broad range of sport management subfields, the 
demand for positions can outweigh the available opportunities. This situation makes 
securing a full-time position challenging. In this field, it is not uncommon to take 
multiple unpaid internships prior to securing a coveted full-time position. After 
completing a degree in sport management, and taking the time and effort needed to 
secure a position in the sports industry, why do sport managers leave the industry? An 
explanation for why these individuals would leave the field early in their careers is 
unclear. 
To study and better understand what drives these professionals, we need access to 
current sport managers. Gaining access to current working sport professionals, however, 
can be difficult because there is not a centralized list of sport managers. Additionally, the 
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high profile nature of sport organizations creates an exclusive environment that limits the 
accessibility of information about the organization and its employees. Studies on the 
careers of sport managers have explored the experiences of university program graduates 
(Kjeldsen, 1990; Parks, 1991 ). Kjeldsen (1990) studied graduates of a sport management 
program and discovered: 
There were no lists of people working in the many subfields of sport management 
and that it was impossible to know [of those working] who had received formal 
education in sport management, [this] led to the decision to use one university' s 
graduates as the subjects for the inquiry (Kjeldsen, 1990, p. 122). 
Graduates of this particular sport management program had accepted positions in 
professional sport, school and college athletic departments, program management, facility 
management, and sport affiliated programs, revealing that subjects were well represented 
across various sport management subfields (Kjeldsen, 1990). Subjects ofthis study will 
not be restricted to certain sport management subfields. Reported reasons for attrition will 
be analyzed with attention paid to institution, gender, and subfield. 
Given the variety of sport management subfields and the number of positions 
within those subfields, it is possible that attrition rates will vary as well. Of the subjects in 
Kjeldsen's (1990) study, retention was lowest in the professional sport subfield. Positions 
in professional sport include, working for major and minor league sport franchises that 
are not affiliated with educational programs. Approximately 30% of students placed in 
professional sport internships indicated their lastjob in that subfield (Kjeldsen, 1990). 
Therefore, 70% of sport management students placed in internships within professional 
sport reported their current position in professional sport at the time of the study. 
Attrition rates that high warrant further exploration. This study will not explore rates of 
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attrition, but will instead focus on reported reasons for attrition among graduates of sport 
management degree programs. 
Rationale 
Limited academic-based sport management research exists today. Much sport 
management research focuses on ways to increase revenue and generate higher 
attendance. While research conducted to show increases in attendance and revenue is 
valuable, there is a need for research to assist in understanding the career pathways of 
sport professionals (Kjeldsen, 1990). There is little research that focuses on the 
experiences of sport managers. Rinehart (2005) explained that sport management 
researchers are pressured by sport management practitioners to show how research 
translates into higher sales. Many research studies have focused on the practice of sport 
management, not the education of its managers. 
The limited studies available indicate a cause for concern about the careers of 
graduates of sport management degree programs. There is some evidence to show that 
graduates of sport management programs are leaving their careers in sport well before 
retirement age (Parks, 1991 ). In a 1988 study of alumni from one undergraduate sport 
management program, Parks (1991) showed: 
52.4% ofthe early (1981-1984) graduates had moved into the "unrelated" 
classification, as contrasted with only 37.7% ofthe recent (1985-1988) graduates, 
suggest[ing] that with the passing of time more graduates were inclined to leave 
the field . .. an understanding of the reasons for this trend away from sport 
management careers would be useful to career counselors and academic advisors 
(p. 107). 
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A 52% attrition rate is extremely high. In 2000, the corporate attrition rate was reported 
to be 15.6% (Bureau ofNational Affairs). Attrition rates of other industries will be 
explored to show that 52% is abnormally high in comparison to other industries. An 
exploration of reasons for attrition may provide useful information for sport management 
students, educators, and employers. 
Research on reasons for attrition among sport managers could give sports industry 
employers' useful information to retain employees and keep continuity in the workplace. 
Employee turnover is negative for an organization because of the considerable costs, both 
hidden and visible (Shahnawaz & Jafri, 2009). In a time when employers are trying to 
keep costs low and come in under-budget, these additional costs are unnecessary. 
Bateman, Karwan, and Kazee (1983) argued that "given the high financial costs of 
bringing in new or transferring current employees, there is a surprising lack of research in 
this area" (p. 518). Attrition is seen as "wasteful, because individuals invest significant 
time and financial resources when learning about their selected occupation" (Billett, 
Newton, & Ockerby, 2010). Research on why individuals are leaving careers in sport 
management can help to create an intervention to reduce future attrition. 
Several factors, individually or combined, may influence an employee's desire to 
remain with an organization. Contributing factors may include, age, gender, work/life 
balance, pay, burnout, and job satisfaction. An exploration of sport managers' career 
experiences and subsequent career decisions could reveal an issue with career satisfaction 
in segments of the sports industry. An understanding of these experiences could be a 
useful step to decrease attrition. Whisenant, Pedersen, and Smucker (2004) suggested an 
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understanding of career satisfaction factors could lead to an intervention to reduce 
attrition. The few sport based career satisfaction studies conducted have focused on 
narrow segments of the industry including parks and recreation and coaching (Whisenant, 
Pedersen, & Smucker, 2004). Other studies have not explored the career paths of 
graduates of sport management degree programs and have instead focused on their 
specific positions within the sports industry, like athletic directors or coaches. Interviews 
with graduates of sport management degree programs could indicate industry or specific 
subfield factors that contribute to attrition. 
High attrition rates have been shown in sport management research but reasons 
for attrition have not been fully explored. Kjeldsen's (1990) subjects indicated they left 
jobs in sport management because they were not satisfied, felt bored, and wanted 
increased responsibility. The subjects also reported being: 
unwilling to invest [the] emotional involvement necessary to succeed ([ex:] 
coaching), limited number of good positions, lack of security, lack of fmancial 
and status mobility, desire for lower time demands (i.e., lead a "normal life"), 
nepotism (ex-ballplayers, owner's friends), poor leadership (absentee owners, 
corrupt supervisor), and marriage (Kjeldsen, 1990, p. 126). 
An in-depth exploration of reasons for attrition among graduates of sport management 
degree programs will add to this narrow body of literature. Information gathered through 
this study may aid students, educators and employers in the sports industry. Interviews 
examining the experiences of sport managers could provide students with valuable 
information in preparation for their careers in the sports industry (Rinehart, 2005). This 
study will explore the early career experiences among graduates of sport management 
6 
degree programs and consider the implications for sport management education programs 
as well as sport employers. 
Research Question 
The primary focus of this research is to explore the early career experiences of 
graduates of sport management degree programs. Graduates of sport management degree 
programs from both undergraduate and graduate levels will be interviewed to determine 
the factors influencing their career decisions. 
What prompts early career graduates of sport management degree programs to make 
career decisions? 
1. Was it a specific event or series of events that lead to that decision? 
2. Are there differences among: 
a. Gender 
b. Level of experience 
c. Sport management subfield 
Interviews with graduates of sport management degree programs could provide 
information about the experiences of early career sport managers. Interviews with 
graduates who remained in the sports industry will be compared to data from graduates 
who left the field. Information related to gender, level of experience, and sport 
management subfield may add insight to reported reasons to remain in the sports industry 
to leave for an alternate career field. 
Significance of Study 
The field of sport management established itself with the founding of the North 
American Society for Sport Management (NASSM) in 1985 and the Journal of Sport 
Management in 1987 (Costa, 2005; Parks & Olafson, 1987). In the twenty-five plus years 
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since its inception, the majority of research articles in sport management have focused on 
revenue generation and ways to grow business. While this information is important to the 
field, a failure to examine the experiences of its employees is short-sighted and could be 
detrimental to the future growth of the sports industry. The issues and challenges faced 
by sport managers is a topic underrepresented in research. Attrition rates among 
graduates of sport management degree programs have not been explored in more than 
twenty years and warrants current research. 
While few current studies have been conducted, the research that is available has 
shown that high rates of career attrition exist among graduates of sport management 
degree programs. Research by Kjeldsen (1990) and Parks (1991) found evidence of early 
attrition among alumni of sport management programs. These studies focused on 
graduates from one institution each. The lack of available research makes it difficult to 
understand what the current reasons for attrition are and why individuals are choosing to 
leave the field of sport management. The sports industry does not have an understanding 
of what prompts individuals to leave jobs in sports or when it occurs. Factors for attrition, 
including age, gender, work/life balance, pay, burnout, and job satisfaction will all be 
explored in depth. These factors may provide useful guidance for why sport managers 
experience high rates of turnover. 
An understanding of the experiences of sport managers can help students and 
eventually managers be more prepared for the realities of the workforce. This information 
may also assist sport employers to understand the experiences of its staffs so measures 
can be taken to reduce unwanted attrition. Employers "who can better respond to 
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employees' motivational needs will be successful in improving their job satisfaction and 
in doing so will also improve production and/or performance" (White, Cooper, Saunders, 
& Raganella, 2010, p . 522). 
This study will focus on gaining an understanding of the factors that influence 
career decisions for sport management employees with attention paid to age, gender, 
work/life balance, pay, burnout, and job satisfaction as well as, specific events that lead 
to the decision to leave. An exploration of the available literature on attrition in different 
workplaces as well as the factors influential in career decisions will be discussed but not 
imposed upon the study until data has been analyzed. Using existing literature and 
associated assumptions, can influence new research and cause the researcher to overlook 
key implications of data collected (Becker, 1986). To keep the information garnered from 
these qualitative interviews pure, the data will not be forced into an existing theory. As 
Maxwell (2008) explains forcing insights collected into an "established framework can 
deform your argument, weakening its logic and making it harder for you to see what this 
new way of framing the phenomenon might contribute" (p. 227). The goal of this 
research is to add to the body of literature on the career pathways and reasons for attrition 
among graduates of sport management degree programs. 
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Chapter Two: Literature Review 
From the beginning of organized sport competitions with the first Olympic Games 
in 776 B.C. Greece to current day where sponsors spent more than $3 million dollars per 
30-second commercial during the 2011 Super Bowl, sports have become a multi-billion 
dollar industry (Crosset & Hums, 2009; Horovitz, 2011). With this increased attention 
and financial support, the sport management industry has grown. The increased attention 
due to media exposure and technology that allows individuals to consume sport from 
anywhere has contributed to this growth. The increasing popularity of sport over time has 
created specialized needs in business, administration, and human resource management 
(Zakrajsek, 1993). People are needed to manage these enterprises; thus sport management 
has emerged as an industry. 
Sport managers have chosen to enter the field for one or many personal reasons. 
Frisby (2005) attempts to capture what motivates some to remain part of the sports scene: 
It might have been the thrill of achieving a personal best or watching others 
achieve theirs, or overcoming adversity to win a tightly battled contest, or that 
incredible teamwork bond that is created in sport like nowhere else. Perhaps it 
was the relationships with people behind the scenes who touched our lives: our 
parents driving us to activities, our coaches and teammates encouraging us, the 
volunteers and administrators who raised funds and organized events for us, or the 
fans cheering us on" (p. 3). 
Individuals made the choice to be part of the sport industry. Perhaps the increased media 
attention and popularity of sports have added to the allure and status of working in the 
sports industry. A student decides on a career path and chooses an education program that 
aligns with his/her goals for the future. In this case, a decision was made by an individual 
to study sport management and pursue a career in the sports industry. This personal 
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decision has been reinforced by the industry's need for qualified sport managers. Before 
an understanding of attrition among sport managers can be explored, the reader must 
understand what defines the field of sport management. 
What is Sport Management? 
Sport management is a relatively new industry that emerged out of a workplace 
need. NASSM (1986) described sport management as "management theory and practice 
specifically related to sport, exercise, dance, and play as these enterprises are pursued by 
all sectors of the population" (p. 1 ). NASSM is recognized as the governing body for 
sport management research and information. Stier (1999) described sport management as 
"a multifaceted domain offering a multitude of opportunities for employment and self-
fulfillment in a wide range of sport and sport related activities, both in the public and 
private sectors, as well as in the profit and not-for-profit arenas" (p. 3). While NASSM's 
definition of sport management refers to the use of sport across all areas of the 
population, Stier focuses on the business of sport and its employment possibilities. Both 
explanations are used and help to explain the diverse field of sport management. Crosset 
and Hums (2009) explained, "The contemporary sport industry is complex and has 
unique legal, business, and management practices" (p. 3). Whatever definition is used, 
sport management is an industry and field of study related to the management and 
administration of sport, athletic, and recreation programs. 
Given the wide range of activities encompassed within sport management and the 
growth of the field, there is a need for qualified and trained managers at every level of 
sport, from youth recreation programs to professional sports teams (Lewis & Quarterman, 
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2006). As a result, sport management education programs have emerged to train future 
sport management professionals. Sport management is the academic discipline developed 
to fill this industry need. Sport management programs educate students and future 
industry leaders on the ways to manage the specific needs of a diverse sports industry. 
Sport Management Education 
Sport management education refers to specific academic programs created to 
prepare individuals to manage sport teams, leagues, facilities and products. While there 
are similarities between managing sport and managing a business, there are special 
factors and situations that are unique to sport (Crosset & Hums, 2009). Sports managers 
work with a product that is intangible, experiential, and subjective, is simultaneously 
produced and consumed, and with fans that have strong emotional commitments to their 
favorite teams (Mullin, Hardy, & Sutton, 2007). This puts the career experiences of sport 
managers under scrutiny and inspection from the public. 
The number of sport management programs has grown significantly since the 
creation of the first program at Ohio University in 1966. In 1978, there were 2 
undergraduate programs and 20 graduate programs (Parkhouse, 1978); as of 2011, the 
NASSM (2011) website listed 260 undergraduate programs and 161 graduate level 
programs. This growth will lead to more students graduating with degrees in sport 
management. The growth of the sports industry and available programs has led to a 
drastic increase in student interest (Jones, Brooks, & Mak, 2008). Students young and old 
are "lured by the glamour of sports and the possibility of becoming a real-life George 
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Costanza, the character on "Seinfeld" who landed a front-office job with the New York 
Yankees" (Belson, 2012). 
In the first forty-five years of sport management education programs, few 
programs existed and existing programs were not a popular choice for students. The 
programs that did exist were not considered valuable and important educational 
programs. Until recently, there has been a lack of quality training programs for sport 
managers (Lewis & Quarterman, 2006). Today, many more sport management education 
programs exist, giving students a variety of programs to choose from and more 
opportunity to find high-quality programs. 
Qualified and capable managers are critical to maintain sport organizations. As 
explained by Crosset and Hums (2009), "the growth of sport management as an academic 
field was prompted by the sport industry's need for well-trained managers, but it was also 
pushed by universities' and colleges' need to attract students" (p. 19-20). College and 
universities recognize the popularity of sport management programs to potential students. 
Students interested in sports are often motivated to declare this academic major. Student 
interest has driven program growth as well as classes offered. The growth of the industry 
and education programs has unfortunately not translated into a growth in available 
positions. 
Program guidelines 
NASSM established a set of standardized sport management program guidelines 
(Parkhouse & Pitts, 2001). These guidelines help to govern the types of classes offered 
for each accredited sport management program. The NASSM guidelines for sport 
13 
management programs include classes in sport marketing, legal issues, ethics in sport, 
sport finance and communications (Parkhouse & Pitts, 2001 ). Beyond these program 
specific core classes, sport related electives are decided by the individual colleges and 
universities. Academic institutions can use these electives to establish specialties or 
concentrations within sport management programs. Concentrations could include 
business, hospitality, marketing, public relations, physical education, or sport science. 
The concentrations may vary based on the school or college where the sport management 
program is housed. 
Within schools and colleges 
Sport management programs reside within a variety of academic departments at 
colleges and universities. Historically, sport management evolved from physical 
education to a more business-oriented approach (Jones, Brooks, & Mak, 2008). In the 
early 1990s, the majority of sport management programs were included in departments of 
physical education (Jones, Brooks, & Mak, 2008; Sawyer, 1993). This may be because in 
the past, physical educators were also coaches, athletic directors and what we now call 
sport managers. The ideal home for sport management programs has not been defined. 
Sawyer (1993) suggested leaving sport management within departments of physical 
education or merging it with recreation and leisure studies. Jones, Brooks, and Mak's 
(2008) study revealed that sport management programs are now most often housed in 
schools of health and human services. Parkhouse (1987) argued that no matter the home 
of sport management the curriculum should involve collaboration between business and 
physical education departments. 
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Does it matter where sport management programs are housed? Is one department 
better than another if programs still follow NASSM guidelines? Is business better than 
education? Costa (2005) pointed out that distinct sport management departments were 
created as a result of this difference of opinion. Sport management programs are unlike 
many other departments because of their crossover with other areas, like physical 
education and business. Maybe separate departments are warranted by these 
combinations. As Chalip (2006) demonstrated "if sport management is to be anything 
more than the mere application of general management principles to the sport context, 
then there must be something about sport that renders distinctive concerns, foci, or 
procedures when sport is managed" (p. 3). For sport management to be considered its 
own educational area, some researchers argue that it needs to develop its own theories 
and models of practice. Further development of sport management specific theories and 
models of practice will help to legitimize the field of sport management and its research. 
Chadwick (2009) explained "an overall sport management paradigm has yet to 
meaningfully emerge, while prevailing generic management theory/practice is often 
parachuted into sport in order to explain what are often highly untypical situations" (p. 
192). Applying general management and business theories in sport settings and not 
creating sport-management-specific theories will further stunt the field of sport 
management's ability to grow. Given sport management specifics, researchers argue that 
general management theory cannot be forced onto sport settings (Chadwick, 2009; Costa, 
2005). This reinforces previous points that sport management departments need a distinct 
home. Having a separate department for sport management instead of housing these 
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programs within other areas will increase the amount of research, literature, and theories 
available in sport management and further establish the field as a distinct academic 
discipline that serves a field that has growing needs with peculiar features not represented 
in other business settings. 
Sport management curricula 
Wherever sport management programs are housed, sport management programs 
have established accreditation standards. The NASPE-NASSM (1993) accreditation 
encourages excellence in sport management education. To represent the industry, 
NASPE-NASSM decided it was critical to develop a set of clear standards for sport 
management education. As Jones, Brooks, and Mak (2008) explained: 
The NASPE-NASSM curriculum standards were developed to meet the 
contemporary needs of the sports industry. Institutions with sport management 
programs approved by the NASPE-NASSM Joint Task Force are expected to 
produce high-quality future professionals with the necessary skills to work in the 
sport industry (p. 80). 
While designed to meet the current demands of the sports industry, some believe these 
guidelines may be outdated and ineffective for today's students. Light and Dixon (2007) 
took the position that "whether preparing teachers, coaches, or sport management 
professionals, it is unlikely that any content set would retain its relevance for ten years, 
let alone the thirty to forty years of a full career in sport management, teaching or any 
other area" (p. 160). The NASPE-NASSM guidelines were published in 1993 and it may 
be time to revisit these standards and re-evaluate for today's graduates. 
It may not be what students are being taught that is the key issue. Applied 
psychologists and researchers believed prior to 1977 that the abilities required for job 
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performance were specific and varied from job to job (Kuncel, Hezlett? and Ones, 2004). 
Today, emphasis is placed on teaching students how to learn and not specific job skills. 
As Light and Dixon (2007) explained, "The traditional emphasis on content or what we 
feel our students should learn has become less important than helping them to learn how 
to learn, critically analyse, and adapt to changing conditions" (p. 160). Sport management 
education should not only teach students important information about working in the 
sports industry, but also instruct them on how to be ready to work. Bransford, Brown, and 
Cocking (2000) used the term transference to explain a student's ability to take 
knowledge learned in one setting and transfer it to another. Bransford, et al. (2000) 
explain in How People Learn that many students are progressing through school without 
fully understanding how to transfer skills learned in one situation to another. Students 
learn skills and tasks in school, but may not learn to transfer that situational knowledge 
into a new area. Ideally, students would be able to apply the skills and knowledge learned 
in their sport management program classes to the workplace years after graduation. The 
ability to transfer information learned in one setting to another has become increasingly 
valuable as graduates of sport management degree programs are leaving the field of sport 
management for other industries. 
While the NASPE-NASSM curriculum standards appear to be a good idea for 
establishing a sport management program, many schools are not earning accreditation. 
Jones, Brooks, and Mak's (2008) research "indicated that seventy percent ofthe [existing 
sport management] programs had either not chosen to pursue NASPE-NASSM approval, 
or had not attained approval" (p. 88). This approval is not necessary to offer a sport 
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management education to students. Without a required approval process, colleges and 
universities can create a sport management programs as they deem necessary. Institutions 
need approval from schools of business, education, and recreation governing bodies, so 
approval for sport management may not be a priority (Jones, Brooks, & Mak, 2008). 
Therefore, without requiring NASPE-NASSM accreditation, many schools will not go 
through the additional effort to obtain it. Unless NASPE-NASSM can compel schools to 
obtain accreditation or the sports industry shows a value placed on individuals who 
graduate from an accredited program, colleges/universities will not seek out this 
accreditation. 
The NASPE-NASSM approved sport management curriculum is comprised of 
general education classes, sport specific classes, and practical experiences. The NASPE-
NASSM (1993) guidelines recommend that twenty percent ofthe undergraduate 
coursework be in sport management classes. In a 120-hour undergraduate program, this 
would equal24 credits of sport management classes. To determine the specific sport 
management coursework required a set of core content areas were established as 
guidelines for sport management programs (Jones, Brooks, & Mak, 2008). The required 
content areas include "behavioral dimensions in sport, management and organisational 
skills in sports, ethics in sport management, marketing in sport, communication in sport, 
finance in sport, economics in sport, legal aspects of sport, governance in sport and field 
experience in sport management" (Jones, Brooks, & Mak, 2008, p. 80). These guidelines 
are designed to provide students with well-rounded exposure to sports. In addition to 
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coursework, sport management students complete practical experience prior to 
graduation. 
Internships 
Classwork is only one part of a sport management education program. A key 
component of the NASPE-NASSM (1993) guidelines for sport management programs is 
the inclusion of field experiences, practicums, or internships. This is a common practice 
in many education programs. Much educational philosophy explores the concept of 
learning through experience. Dewey (1997b) described the "intimate and necessary 
relationship between the processes of actual experience and education" (p. 154). This 
relationship is what students are gaining through internships in sport management. There 
are two phases oflearning through experience (Dewey, 1997a). Primary learning is 
accomplished from the actual experience and secondary learning is through the 
immediate reflection of that experience (Light & Dixon, 2007). This suggests that not 
only should students gain hands-on experience in sport settings, but that they should also 
reflect upon those experiences. Educators and sport employers can assist students by 
asking questions about their internship experiences and asking them to think critically 
about what tasks they have performed and learned. This is likely an individual choice and 
not a conversation had by all sport management educators, employers, or students. 
Internships are common practice in sport management education. Light and Dixon 
(2007) explained that sport management education should include experience and 
participation in the sport management field. Students have a need for experiences that 
provide them the opportunity to practice what they have learned in classes (Light and 
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Dixon, 2007). These experiences will help students learn about the world of work, 
reinforce concepts learned in classes and give them valuable resume building skills. 
Many students complete multiple unpaid internships before gaining their first paying job. 
Better prepared students may not experience the reality shock described by Mullin, 
Hardy, and Sutton (2007) that students experience upon entering the workforce that 
seems to lead to attrition. A primary way to achieve this exposure and hands-on 
application of workplace techniques is through internships (Light & Dixon, 2007). 
Colleges and universities set their own guidelines for internships. Jones, Brooks, 
and Mak (2008) envisioned the internship as a series of work experiences that progress 
from general to specific as a sport management student advances through the curriculum. 
Students may begin with part-time internships and progress to more hours and 
commitment as they advance through school. Working full-time hours allows students to 
simulate what they will face upon entering the workforce. Full-time internships "give 
students transitional associations with sport organisations to involve students, as 
newcomers in the practices of the sport management community" (Light & Dixon, 2007, 
p. 170). Full-time internships also allow students to interact with professional staff daily 
to learn about their jobs and make connections for future employment. 
Students can achieve many benefits from internships in sport management. Cobb 
( 1997) listed the benefits of an internship, including: "assist to clarify career interests 
and goals, provide interns with opportunities to apply classroom theory, enhance student 
knowledge and skills in sport management, and help students build confidence, maturity, 
and professionalism, as well as develop future contacts for employment" (p. 97). 
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Internships also allow students to learn specific job tasks in the area of their internships 
including marketing, public relations, and operations. Specific knowledge is an important 
facet of sport management education. Through internships, students have the opportunity 
to work in groups where they may encounter uneven labor distribution (Light & Dixon, 
2007). Learning to work as a team and manage group work is necessary in the workforce. 
This exposure through internships allows students to learn to solve problems as they must 
do in the workplace (Light & Dixon, 2007). Managing group work distribution and 
conflicts are a skill learned during internships that students will utilize throughout their 
careers. 
A quality internship is going to teach students valuable work skills. Internships 
should contain meaningful and challenging tasks (Light & Dixon, 2007). This will help 
the student to be engaged with the tasks and be prepared for the workplace. For example, 
Light and Dixon (2007) stated, "filing, photocopying and other administrative tasks, 
while part of the job, do not give the intern the opportunity to engage in meaningful 
application of management skills and knowledge" (p. 171). Many individuals are hesitant 
to give interns important tasks upfront and prefer to wait until they have proven 
themselves in the workplace. A study by Cunningham and Ashley (200 1) showed that 
athletic directors tend to reserve the tasks they deemed as important for themselves and 
delegate less important functions to subordinates. Students may not learn important job 
functions and how to operate in the workforce if they are restricted to meaningless tasks. 
Allowing students to participate in important tasks during an internship will prepare them 
for graduation and full-time employment. 
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Internships can be beneficial for students hoping to work in the sports industry. 
Gault, Redington, and Schlager (2000) indicated that students who had completed 
internships had greater career success. Even if the students learn through internships that 
they would like to try a different sport management subfield that experience has helped 
them prepare for the world ofwork. Kjeldsen (1990) reported an internship as a direct 
step to obtaining a first job in sports. Cunningham, Sagas, Dixon, Kent, and Turner 
(2005) explained three concepts related to the effect of internships on career-related 
affect and behavior: anticipated career satisfaction, occupational commitment, and 
intentions to enter the sport management field. They proposed that each concept 
influenced a student's subsequent career related choices (Cunningham, et al., 2005). It is 
also important to know what specific experiences during these internships are causing 
students to reconsider this industry. Students who do not see a career in sport 
management as meeting their needs will be less likely to pursue employment in this field 
(Cunningham, eta!., 2005). Sport management students could reflect after an internship 
about their experiences and make personal value decisions that lead them away from 
pursuing sport employment. Even if an internship was not a negative experience, it could 
have taught the student that the career is not something he/she would want (Cunningham, 
et al., 2005). The fact that each student has a different internship experience must also be 
considered (Cunningham, et al., 2005). Internships can be but are not likely the only 
source of attrition. 
Some studies reported negative internship experiences. Cunningham, et al. (2005) 
conducted a study on the effects of internships for sport management students. 
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Cunningham, et al. (2005) suggested, "sport management internships might lack 
pedagogical value, exploit students as a source of cheap labor, and be detrimental to the 
overall professional development ofthe students completing them" (p. 46). If this is true, 
internships are doing the opposite of their intended purpose. Cunningham, et al. (2005) 
questioned the pedagogical, affective, and professional value of internships if the intern is 
tasked with simply answering phones and stuffing envelopes. These skills are actual parts 
of the job but are not necessarily preparing students for their careers in sports. Inadequate 
preparation or negative workplace experiences could lead sport management students to 
choose alternate careers. Cunningham, et al., (2005) further argued, "If interns are 
subjected to negative internship experiences, then it is possible that their attitudes toward 
the profession might be diminished" (p. 44). Negative experiences may cause students to 
choose alternate career paths. Internships can have a damaging effect on students and 
their subsequent career choices (Cunningham, et al., 2005). These factors may prompt 
students to consider careers outside of sport. Negative experiences can also occur during 
full-time employment. Cunningham, et al. (2005) explained that "experiences during an 
internship are likely to influence interns' expectations of a potential career in the sport 
management profession" (p. 45). Positive or negative experiences may influence an 
individual's chosen career path and subsequent attrition. 
Mentorships 
Professional relationships with experienced sport managers can be valuable for 
sport management students. Like on-the-job training gained through internships or 
student teaching, mentoring pairs new and veteran employees (Olson, 2000). Some 
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colleges and universities utilize mentorships to train and engage sport management 
students. Levinson, Darrow, Klein, Levinson, and McKee (1978) explained that 
mentorships assist young adults to enter the workforce. A mentor in sport management 
"is often viewed as a wise and trusted counselor; someone who is confident in what he or 
she accomplished and wants to share that wisdom with a like-minded aspirant" (Horine, 
2011, n.p.). Mentoring provides an advisor in the workplace. To establish a role with an 
organization and prepare for advancement, Kram and Isabella (1985) encouraged 
providing young adults with mentors. In sport management, this mentor can be a source 
of support in the workplace. A mentor can serve as a way to build the mentee's 
professional network and can be an advocate in the workforce (Horine, 2011). A 
mentorship program can be beneficial for new sport managers to acclimate to the 
workforce. 
Through the use of a mentorship program, the preparation of sport managers may 
be analogous to the preparation of beginning teachers. Mentoring involves supporting 
career advancement, as well as providing guidance and possibly friendship (Borders, 
Young, Wester, Murray, Villalba, Lewis, & Mobley, 2011). This system ofmentorship 
has worked for teachers and could reduce attrition for sport managers. Olson (2000) 
suggested supporting teachers during the crucial first few years of employment to 
increase retention. Olson's (2000) research showed that teachers who participated in a 
mentorship program were two times more likely to stay after their first three years of 
teaching than those beginning teachers who had not had this opportunity as beginning 
teachers. This early stage is also critical for young sport managers. 
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Attrition 
Attrition is a central concept to this research study and will be cited throughout in 
relation to sport managers' careers. Cambridge Dictionary Online (2011) referred to 
attrition as "a gradual reduction or weakening of something, esp. a reduction in the 
number of people who work for an organization that is achieved by not replacing those 
who leave". Boe, Cook, and Sunderland (2008) used the term corporate attrition to 
describe leaving an organization. Attrition will be described as a reduction in the number 
of employees who work for an organization. Employee turnover, as defined by De Croon, 
Sluiter, Blonk, Broersen, and Frings-Dresen, (2004), is "voluntary withdrawal from the 
organization" (p. 444). For the purpose of this study, attrition and employee turnover will 
be used synonymously to mean an employee voluntarily leaving an organization. 
The focus of this research is on reasons for attrition among early career 
individuals. Early career could be described as a subjective timeframe. Cron (1984) 
developed a framework for exploring career stage, where the first stage is described as 
exploration. The exploration stage, defined by Cron, Dubinsky, and Michaels (1988), is 
where "individuals (typically in their twenties) are concerned with finding an occupation 
in which they can feel comfortable and succeed" (p. 81 ). Given the plethora of career 
studies on teaching professions, it is logical to look to the education field for research 
guidance. Inman and Marlow (2004) defined beginning teachers as those who have 0-3 
years of teaching experience. Individuals in this stage are "usually still eager to 
implement those practices and procedures about which they studied in college and are 
idealistic enough to believe they will change the world" (Inman & Marlow, 2004, p. 608). 
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According to Bazeley (2003), early career researchers are individuals within their first 
five years of research following graduation. However, not all studies defined early career 
in terms of years served. Bazeley (2003) explained: 
Academics who self-defined as early career with regard to research commonly did 
so on the basis that they lacked experience, competence, and/or confidence to 
undertake independent projects or that they had not yet completed or only recently 
completed their PhD (p. 262). 
Inman and Marlow (2004) defined beginning teachers as those with three or less years of 
service. For the purpose of this study, early career will be defined as five years or less. 
Similar to Bazeley's (2003) research, sport managers who have less than five years of 
experience may lack experience and competence. 
Attrition is common in organizations today. As explained by Klehe, Zikic, Van 
Vianen, and De Pater (20 11 ), "the time when a new hire entered an organization and 
remained with that organization till the day of due retirement seems over" (p. 217). 
Employees change jobs over the course of their careers. The time when a person would 
get a job, and stay with the same company for their entire working life appears to be over. 
Many individuals change positions several times in the course of their careers. This is 
common in many industries, including sport management. 
Types of attrition 
There is more than one type of attrition. De Croon, et al., (2004) explain that 
"intraoccupational turnover involves job movement within the relevant occupational 
grouping ... [and] Interoccupational turnover concerns movement to any job external to 
the targeted occupational grouping" (p. 444). In the case of sport management, 
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intraoccupational turnover would mean leaving one sport management position for 
another. This could be a different position within a given sport organization or changing 
sport management subfields. Either way, in intraoccupational turnover, a sport manager 
will leave one position in sport management but will remain working in the sports 
industry. Conversely, interoccupational turnover involves an employee that has left one 
field for an unrelated field of employment. In sport management, this indicates a sport 
manager has left a job in sport management for another, unrelated profession. 
Interoccupational attrition is of central importance to this study. Reasons for 
intraoccupational turnover may be individual or organization specific. Interoccupational 
turnover can indicate the desire to leave the field of sport management and begin a new 
career in an unrelated industry. 
Attrition outside of sport management 
Attrition occurs across all industries. Teacher attrition has received much 
attention for its public exposure. Qualified teachers are needed in every area of the 
United States and the world. From sport management's beginnings as physical education 
to its now, business-centered approach, these two industry's attrition will provide useful 
information. Specific attention to teacher and business attrition will be explored followed 
by sport management specific attrition. Nursing is another profession that has 
experienced high levels of attrition. Research on nursing attrition has shown high rights 
for reasons similar to sport managers. Hospitality and sport management have many 
crossovers. From education programs being kept within the same schools and 
departments, to sport being a service industry, these two fields have several common 
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tasks to perform. The hospitality industry is similar to the sports industry in the service 
nature of both, along with the non-traditional hours required of employees. Hospitality 
students also identify work/life balance as a reason for attrition. While many industries 
identify high attrition, possible reasons for attrition among sport managers is the focus of 
this study. 
Teacher 
High levels of teacher attrition have been reported. Teacher attrition is a much-
studied cause for concern. Twenty-two percent of teachers in the United States leave 
within the first three years and "the teacher dropout rate climbs as high as 50% after the 
first five years" (McCarren, 2000; Bobek, 2002, p. 202). This study will focus on attrition 
among sport managers that leave their employment within the first three years, when 
teacher attrition is reportedly 22%. The earlier study by Parks (1991) showed attrition of 
sport managers in the first three years to be over 30% and after than to increase to over 
50%. A higher attrition rate for beginning teachers should be expected, according to Boe, 
Cook, and Sunderland (2008), who explained that teachers are exploring their 
qualifications and interests as well as the demands of the classroom during the first few 
years of employment. Beginning teachers are usually eager to implement the techniques 
learned in school while more experienced teachers often feel disconnect and are seeking a 
balance between what they learned and their experiences (Inman & Marlow, 2004). The 
first few years in any career involve significant learning and adjustment. For teachers, 
this time may be used to assimilate what was learned in college with what they witness in 
the classroom. 
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High attrition rates among teachers are a problem for schools. The United States 
Department of Education, National Center for Education Statistics (1997) reported that 
nearly 7% of teachers left teaching between the 1994 and 1995 school years. While this is 
significantly lower than the 22% previously reported, it is important to note that this data 
reflects one specific year. The type of attrition may also need to be investigated. Boe, 
Cook, and Sunderland (2008) explored attrition rates among teachers and examined those 
who experienced interoccupational attrition versus those who intraoccupationally left 
their position. It was reported that 15% attrition was half interoccupational and the other 
have intraoccupational (Boe, Cook, & Sunderland, 2008). Again, this reported attrition 
rate is a different percentage than the 22% and 7% shown previously. This shows that 
research and data may change the attrition rate reported. An exploration of sport 
managers who leave their jobs for interoccupational or intraoccupational positions has yet 
to be conducted on this scale. 
Reasons for sport manager attrition will be explored in depth below. Factors 
leading to attrition among teachers have been explored by several researchers. In a study 
by Strunk and Robinson (2006), characteristics for teacher attrition include teacher 
quality, experience, subjects taught, gender, salary, and socioeconomic status of the 
school district and students. Boe, Cook, and Sunderland (2008) reported salary, family, 
dissatisfaction, interoccupational turnover, and pregnancy or child rearing as the main 
reasons for attrition. Urban or low-income schools and change in teacher marital status 
can also influence attrition rates (Imazeki, 2005). Harrell, Leavell, van Tassel, and 
McKee (2004) concluded predictors for attrition are little classroom experience, less than 
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$25,000 annual salary, and having a graduate degree. While some reasons for attrition are 
specific to teaching, there are similarities with reported reasons for attrition among sport 
managers. 
Business 
Education is not the only industry plagued by attrition. Business also experience a 
high rate of voluntary turnover of its employees. The Bureau ofNational Affairs (2002) 
reported the corporate attrition rate was 15.6% in 2000. This number is in the middle of 
the teacher attrition numbers. To the average person 15% attrition seems high but as we 
will examine, that may be common among all industries. Although, this number is still 
significantly lower than the reported numbers for sport management. 
Reasons for a businessperson to leave his/her position have been explored in 
research. Jolson (1974) reported that a salesperson may leave a position due to boredom, 
dissatisfaction, or death. It was not identified if these individuals were new or long-
standing employees. However, it was reported that experienced business managers have 
reported areas of dissatisfaction in the workplace that have led to attrition. Experienced 
businesspersons may experience physical fatigue, lose interest in his/her work, feel in 
adequate/insecure, and reduced ability to problem solve (Jolson, 1974). Reasons for 
attrition may vary by industry, but commonalities were seen. 
Nursing 
Nursing has also experienced attrition. In a study of nursing students, Billett, 
Newton, and Ockerby (2010) described attrition rates and the global shortage of nurses. 
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The reasons for nurse attrition were explored in this study. Billett, Newton, and Ockerby 
(20 1 0) explained, "Much of this attrition is likely premised on workplace issues and the 
incompatibility between work and family life" (p. 56). This concept will be described as 
work/life balance for the remainder ofthis paper. The long hours associated with careers 
in sport management could create similar feelings of incompatibility. 
Hospitality 
As mentioned earlier, sport management departments are occasionally housed 
within schools of hospitality. If sport management and hospitality education programs are 
housed in the same place, this could imply the experiences of workers may be similar. 
Josiam, Crutsinger, Reynolds, Dotter, Thozhur, Baum, and Devine (2009) explored the 
work attitudes of hospitality and merchandising undergraduate students to predict 
attrition rates. At some colleges and universities, the hospitality and sport management 
students have similar courses and schedules. Josiam, et al. (2009) explained, "The main 
challenge of both hospitality and merchandising industries is to attract and retain 
qualified and motivated employees" (p. 5). These issues translate across fields and are not 
exclusive to hospitality. This study focused on Generation Y perceptions of working life 
and noted work/life balance to be of particular concern (Josiam, et al., 2009). Again, 
work/life balance appears to be an issue for individuals in the workforce. Now that 
reasons for attrition among other professions have been explored, possible reasons for 
employee turnover in sport management will be examined. Attention will be paid to 
understanding factors that lead to attrition among sport managers. 
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Attrition in sport management 
Attrition is apparent in sport organizations. Non-academic sources have reported 
some specific examples. Since 2009, the Kansas City Chiefs organization has reported 
"massive staff turnover" (Chiefs Deny Tapping, 2012). This turnover, while not 
described in numbers, could have been caused by a new general manager or a natural 
turnover of employees. Specific numbers would be helpful to determine the percentage of 
staff that has left. From a team in the National Football League (NFL) to a non-profit 
governmental organization, attrition occurs in all aspects of sport. The United States 
Olympic Committee headquarters in Colorado Springs, Colorado reported losing 
approximately 45 of its 560 person staff due to attrition (Woodward, 2003). Losing 
approximately 8% of a staff may fall within the national average but in smaller 
organizations, high staff turnover raises a red flag for the organizational culture or the 
employees' job satisfaction. 
Voluntary attrition is not the only way a sports organization has a reduction in 
staff. Some organizations conduct layoffs, which can increase attrition rates. The New 
Jersey Nets laid off ten staff members and lost another ten to attrition bringing down their 
employee total to 120 (Lombardo, 2009). Twenty staff members in one-year totals well 
over 1 0% of its original staff. It could be that staff members were unhappy with the 
reduction in workforce or that laying off individuals reduced morale while increasing 
individual workloads. During a ten-month stretch, the LPGA staff was reduced by 
approximately 12 of its 101 full-time employees (Show, 2009). The LPGA had lost 
executives as well as lower ranking staff members during this time. 
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A lockout can also skew attrition numbers. Prior to the National Hockey League's 
lockout in 2005, the total number ofstaffmembers was reported at about 3,500 
(Bernstein, 2005a). That total was reduced by approximately 25%, 10% through layoffs 
and another 15% through attrition (Bernstein, 2005a). Without the layoff numbers, 15% 
through attrition seems high but again all factors considered, the pending lockout could 
have been the cause. Reportedly, nearly all NHL clubs experienced heavy attrition during 
this time with each losing an average of 15 employees (Bernstein, 2005a). The Dallas 
Stars laid off about 25 employees but lost another 30 through attrition for a total of 55 
full-time staff members (Bernstein, 2005b). In smaller professional sport organizations, 
55 full-time employees can represent a significant amount of the staff. It is not reported 
whether these employees left for positions within the sports industry (intraoccupational) 
or chose interoccupational turnover. For National Football League (NFL) coaches, Bell 
(2009) reported 42% changed jobs in 2008. Now, it is expected that with the specialty 
skills of an NFL coach, that this turnover resulted in intraoccupational turnover but 
further research would be required to determine if this is true. 
As a sport manager plans to leave his/her job in sports, he/she can look for 
positions in other areas of sports (intraoccupational) or outside of the field 
(interoccupational). Graduates of sport management degree programs may be unwilling 
to explore other subfields. Subjects who did leave their jobs in sport management, most 
often reported leaving sports altogether instead of moving to a different area of sport 
(Kjeldsen, 1990). Individuals left the field despite the other areas of sports to which 
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graduates of sport management degree programs could transition. As Kjeldsen (1990) 
reported, 
People who left the field perceived that in some segments of the industry, pay is 
low, opportunities for advancement are limited, leadership is absent or perceived 
as inadequate, and workloads, time schedules, and travel demands are such that a 
normal lifestyle is difficult ... [Conversely] satisfaction with career choice is 
[reportedly] high for those who have remained in the field [of sport management] 
(p. 129). 
This reported some conflicting opinions in Kjeldsen's (1990) research, Several reasons 
for increased attrition are noted but are incongruent with the career satisfaction 
information. If the majority of graduates of sport management degree programs are 
leaving their jobs in sports in pursuit of non-sport careers, why do current sport 
management employees report their career satisfaction as high? The answer to this 
question is beyond the scope of this study, however, through interviews, specific reasons 
for attrition will be explored. 
Reasons for attrition in sport management 
Attrition is an important concept to explore for its effects on employees, 
employers and the field of sport management. While high attrition rates have been shown 
in sport management, the reasons for that interoccupational attrition have not been fully 
explored. In Kjeldsen's (1990) study, graduates of sport management degree programs 
reported leaving sport management positions because of boredom, the long hours 
required for success, lack of growth opportunities, low pay, and marriage. Individual 
reasons for attrition may vary. This study will explore specific reasons reported by 
graduates of sport management degree programs. 
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The reasons reported by Kjeldsen's (1990) survey seem logical but follow-up 
interviews were not conducted and may have garnered more rich data on reasons for 
attrition. After leaving jobs in sport management, the subjects of this study reported 
moving on to graduate school, other jobs including sales, development and alumni 
relations, and for women to marriage or motherhood (Kjeldsen, 1990). These 
interoccupational changes in career field warrant further exploration to determine factors 
that have caused individuals to leave the field of sport management. 
Possible reasons for attrition will now be explored. Key factors contributing to 
interoccupational attrition examined include age, gender, work/life balance, pay, burnout, 
and job satisfaction. It is important to note that these factors, while individual, do not 
exist in a silo. The reader must consider that a combination of these factors for attrition 
may exist in each subject and have contributed to his/her career decisions. For example, 
age and pay may combine if an individual is willing to accept low pay immediately after 
graduation but with the passing oftime determine a need for a higher salary. Gender and 
work/life balance can interact, for example, if a woman has a child and assumes primary 
caregiver responsibilities. The time previously devoted to her career may need to be 
reduced, thus work/life balance that was initially not an issue becomes one. The potential 
for interactions among these factors exists and will be explored during the discussion 
portion of the final paper. For now, each factor will be examined individually. 
Age 
Age has been shown.to contribute to attrition. Today, employees change jobs 
multiple times during their career. As an employee ages, he/she may be more likely to 
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stay in his/her current position. The age of employees may influence the amount of effort 
they are willing to put in to find another job. Job searching and obtainment takes 
significant time and effort, if older employees are not willing to put in that time and 
effort, they may stay in their current sport management position. As Van Breukelen, Van 
Der Vlist, and Steensma (2004) explained, "Employees who are older and have been with 
an organization longer may have had neither the desire to change jobs nor the opportunity 
to do so" (p. 895). A low desire to change jobs will likely result in low attrition. 
Employees who have been with an organization for a long period of time may have fewer 
opportunities outside that organization. An employee that is trained in one specific 
function within an organization may find it difficult to take on a new function in a new 
company. 
Maybe attrition is simply a natural part of the career process. Palmer (2007) 
interviewed University of Washington associate professor, Margaret Plecki, who 
explained, "Young people in all fields generally change jobs early in their careers" (p.45). 
It is possible to consider that high attrition may be normal in early career and that the 
results of high attrition among graduates of sport management degree programs are 
typical for the age of the participants. Lent, Brown, and Hackett (1994) added, "Those 
who doubt their ability to affect organizational change, for example, may be less likely to 
mount active efforts to modify their work environment; instead, they may be more likely 
either to pursue reactive (self-change) strategies or to change environments" (p. 116). 
Young employees may not feel that their voices are heard and will therefore have higher 
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attrition rates. Employees want to feel that they could make a difference and improve 
work conditions. If they do not feel that way, attrition can result. 
Gender 
Males and females may not have the same attrition rates. As McLean (20 1 0) 
explains, the attrition rate for females at the senior-management level is much higher than 
their male counterparts. Experiences of male versus female sport managers in the 
workplace could play an important role in their career choices. According to Inglis, 
Danylchuk, and Pastore (1996), females exit coaching and athletic administration 
positions because of low career satisfaction, discrimination, burnout, role conflict, and 
gender (see also Acosta & Carpenter, 1988; Hall, Cullen & Slack, 1990; Hart, Hasbrook, 
& Mathes, 1986; Kanter, 1977; Knoppers, 1987, 1992; Lovett & Lowry, 1988, 1994; 
Macintosh & Whitson, 1990; Stangl & Kane, 1991). These perceived conditions female 
sport managers encounter in the workplace could lead to increased attrition from this 
group. 
Data related to experiences of females in the workplace could provide insight into 
sport management attrition. Elvira and Cohen (200 1) found that when women were the 
minority in their organization, they were more likely to quit. In 1997, the Miami 
Dolphins had a reported a total of 87 employees, approximately 2% women (Salguero, 
1997). With the low percentage of women in this professional sport organization, it is 
clear they are in the extreme minority. 
Women may not be given the same opportunities for exposure to new jobs as 
men. In a study of networking and job searching, Huffman and Torres (2002) found that 
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men may possess better job-related contacts and may give better tips to other men instead 
of women. In a male-dominated field like sports, if men have better contacts and give 
better job leads to other men, women will struggle to advance. Furthermore, individuals 
may give better job leads to individuals without children (Huffman & Torres, 2002). This 
research does not say if that includes both men and women without children. 
Another factor that may lead to attrition for women is career dissatisfaction. Lack 
of advancement could be to blame for career dissatisfaction. McKay (1997) explained 
that women were generally overlooked for promotions because it was believed that they 
would not question that decision. This management selection is not based on quality of 
work, productivity, or value to the employer. McKay (1997) hypothesized women were 
passed over for advancement because they were speculated to eventually leave to have 
children. While some women may leave an organization after beginning a family or take 
maternity leave, using this as a basis for promotion is unfair to female sport managers. 
Changes in sport management policy could also lead to attrition. Inglis's (1988) 
study on the representation of women in athletic administration careers outlined changes 
in intercollegiate athletics that led to a reduction in women holding administrative roles. 
After Title IX, an increase in men coaching women's sports lead to a decrease in female 
sport managers (Horine & Stotlar, 2004). An act that was created to increase participation 
options for women had an adverse effect on female sport managers. Inglis (1988) cited 
opportunities for women in coaching and athletic administration had declined and argued 
"opportunities for women within women's and men's sport need to be identified and 
extended to all facets of the athletic program including, but not limited to, coaching, 
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administration, athletic therapy, marketing, facilities, and media relations" (p. 20). 
Suggestions for improvement included professional development and education for 
females interested in careers in athletics (Inglis, 1988). These ideas for improvement may 
or may not reduce attrition among female sport managers. Regardless of gender, issues of 
time available for family and friends could lead to increased attrition. 
Work/ life balance 
Work/life balance is an attrition factor in many industries. Nursing and hospitality 
industry workers all report work/life balance as a reason for attrition. Sport managers are 
not the only ones that experience a disparity between hours worked and time for family 
and friends. Long hours combined with different schedules required for nursing and in 
hospitality and sport careers can lead to individuals feeling disconnect.with their free 
time. Nurses need to work 24/7 to care for patients. Hospitality workers need to be at 
events, restaurants, and stores while individuals that work a typical day shift are spending 
time with their friends and family. Sport managers experience this same issue. Sporting 
events and facilities peak times typically occur during off hours for average daytime 
workers. This lack of balance between work and free time can create stress and 
dissatisfaction in an individual. 
Work/life balance is a reported career change catalyst in many industries 
including sport management. One study found that managers or those with longer 
working hours per week had a more negative attitude, indicating higher stress levels 
(Josiam, et al., 2009). The amount oftime spent working directly relates to the levels of 
stress and negative feelings towards work. Mullin, Hardy, and Sutton (2007) reported that 
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long working hours also affect sport managers. However, long work hours are not 
isolated to upper management in sports careers; all levels of employees in sport could 
experience this challenge. Work/life balance is not the only issue for sport managers. 
Salary is also a major concern for this group. 
Pay 
A disparity between pay and hours worked may lead to higher rates of attrition for 
sport managers. SportsLine Inc.'s chair Michael Levy explained that "it's a challenge to 
keep good people. You have to compensate properly ... " (Miami Herald Profiles, 1999). 
Interviews with individuals who experienced interoccupational turnover in sport 
management may provide valuable information about pay as a reason for attrition. Low 
pay compared with required hours may influence individuals' to leave jobs in sport 
management. Dallas Stars President Jim Lites reported hiring 23- to 27-year olds who 
leave after 2 to 3 years because they "can make a lot more money doing the same thing 
[outside sports]" (Bernstein, 2005b). As previously reported, sport managers expect that 
leaving the sports industry will produce higher salaries. 
Sport managers may turnover at higher rates if perceived pay outside of sport 
management is higher. Research from Kjeldsen's (1990) study showed increased salary 
opportunities outside of sport management. As students move out of early career and into 
another stage of life, salary may become a strong motivator for finding another career 
field. Subjects who "left sport management reported final median salaries substantially 
higher than those who remained in the field" (Kjeldsen, 1990, p. 130). Increased pay may 
be a strong motivation for career change. As individuals transition from adolescence to 
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adulthood, the need to feel financially stable becomes important (Roberts, Caspi, & 
Moffitt, 2003). Increased responsibilities that often accompany a change in life stage 
could create a desire for a higher salary. If individuals perceive higher salaries outside of 
sport management, and the desire to be financially stable is strong, interoccupational 
attrition may occur. 
Burnout 
Burnout is a term often used to describe athletes and their attrition from sport 
participation. However, burnout is not exclusively for athletes. Career burnout also exists. 
Burnout is a "psychological syndrome of emotional exhaustion, depersonalization, and 
reduced personal accomplishment (Kania, Meyer, & Ebersole, 2009, p. 58). Burnout 
results in individuals feeling that they cannot give of themselves, having negative 
attitudes, and low reflections of his/her own abilities and productivity (Kania, Meyer, & 
Ebersole, 2009). Beyond the emotional toll, physical symptoms of burnout are felt. 
Increased feelings of burnout may result in headaches, sleeping difficulties, negative self-
talk, depression, increased absenteeism, and eventually attrition (Kania, Meyer, & 
Ebersole, 2009). Burnout among professionals will be explored in this study. This could 
help the sports industry to understand if it is also experienced to a significant degree by 
sport managers. 
Sport managers work in all areas of the sports industry. While athletic training is 
more medically based than business based, these individuals work in the sports industry 
and manage patient care. In a study of athletic trainers, Kania, Meyer, and Ebersole 
(2009) reported that health care professionals reported higher rates of burnout than non-
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health care employees. Burnout has been linked to inadequate salary, working overtime, 
staff shortages, lack of control over work, and decreased amounts of free time (Kania, 
Meyer, & Ebersole, 2009). Burnout can be caused by some of the other attrition factors 
listed above including pay and work/life balance. Onder and Basim (2008) suggest that 
employers watch out for emotional exhaustion as a pre-cursor for burnout among 
employees. If employers can identify and reduce burnout, they may be able to reduce 
attrition among employees. Burnout and job dissatisfaction can be cause be many 
workplace factors. The final reason for attrition explored is job satisfaction among sport 
managers. 
Job satisfaction 
Job satisfaction may be a key issue in attrition. Job satisfaction is "a pleasurable 
emotional state resulting from the appraisal of one's job" (Shahnawaz & Jafri, 2009, p. 
160). Reduced job satisfaction may lead to career exploration and thus finding alternate 
employment. Klebe, Zikic, Van Vianen, and De Pater (2011) described "a looming career 
transition, due to redundancy or low satisfaction, triggers employees' career adaptive 
response in the form of career exploration and planning, and that this response feeds back 
at the employees' organization in terms ofloyalty and exit reactions" (p. 217). Job 
dissatisfaction increases employees' intentions to leave an organization. 
Feelings of dissatisfaction with one's job may instigate career exploration and job 
searching. Klebe, et al., (2011) explained that planning for career transitions prompts 
individuals to reevaluate goals, attitudes, and personal identity. Reevaluation of goals and 
beliefs may lead sport managers to interoccupational attrition. Sport managers who do 
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not expect intraoccupational positions to provide different experiences will look to 
careers outside sport management. 
Changing careers may not provide long lasting job satisfaction for sport 
managers. After a job change, job satisfaction is initially high but declines over time after 
the individual becomes more settled and the newness of the job wears off (Boswell, 
Shipp, Payne, & Culbertson, 2009; Ashforth, 2001). Initial time with a new position can 
provide feelings of increased job satisfaction. These feelings will likely fade over time. 
Boswell, Shipp, Payne, and Culbertson (2009) elaborated "that organizational newcomers 
will view their present job more favorably than their previous job, at least initially, and 
thus experience a peak in job satisfaction that tapers off over time" (p. 846). New 
employees may experience increased feelings of job satisfaction but over time, this 
satisfaction decreases. As job satisfaction fades, the chances of attrition increases. This 
may help to explain why recent graduates of sport management degree programs work in 
the sports industry and choose to leave after a few years. Now that possible reasons for 
attrition have been examined, theories related to attrition and job satisfaction will be 
explored. 
Theories 
Now that the reader has an understanding of attrition and its relationship to the 
field of sport management, as well as, factors that have led to attrition in various 
industries including sport, theories on excellence, psychology, and career choices will be 
explored. The theories selected help to examine possible explanations for certain career 
choice phenomena. As sport management graduate attrition is a relatively new area of 
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academic research, it is valuable to explore existing literature to see how other 
researchers have examined this topic. 
Excellence, psychology, and career theories may help to explain why graduates of 
sport management degree programs are leaving their careers in sport management well 
before retirement age. While theories will be not imposed upon the data, it is useful to 
explore possible theories that may emerge. According to Ericsson, Krampe, and Tesch-
Romer (1993), a ten-year or 10,000-hour commitment is necessary to achieve expertise in 
a given area. The notion of "deliberate practice" as a threshold for excellence designates 
that not only length of time, but quality of practice is important. Subjects for this study 
will have left positions in sport management prior to achieving this ten-year milestone. 
Reasons for leaving before reaching this mark will be explored. Social Cognitive Theory 
(Bandura, 1986) is a traditional psychological theory that may explain factors that 
contribute to attrition and job satisfaction in sport management. The Social Cognitive 
Career Theory (Lent, Brown, & Hackett, 1994) explains three factors that contribute to 
career decisions: self-efficacy, outcome expectations, and goals. Existing theories provide 
a theoretical framework for how other researchers have explained these experiences. The 
following section explores some potentially useful theories on a study of attrition among 
sport managers. 
Excellence 
The theory of using deliberate practice to achieve excellence was put forth by 
Ericsson, Krampe, and Tesch-Romer (1993) and is used to outline the experience and 
years of attention for an individual to become an expert in their given domain. Ericsson, 
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Krampe, and Tesch-Romer (1993) showed that expert performance is acquired slowly 
and the highest level of performance occurs after at least 1 0 years of preparation. A 
period of at least 10 years or 10,000 hours that involves significant time and energy as 
well as instructors, facilities and training materials is necessary for expertise (Ericsson, 
Krampe, & Tesch-Romer, 1993). Today, when researchers reference 10 years/1 0,000 
hours for expert performance, they are citing this original research by Ericsson, Krampe, 
and Tesch-Romer. While this theory has been widely accepted for use in athletic 
performance, an exploration of its principles as related to sport managers will be 
conducted. 
First we must examine the meaning of "expert" as related to sport managers. 
Ericsson, Krampe, and Tesch-Romer (1993) explain, "To reach the status of an expert in 
a domain it is sufficient to master the existing knowledge and techniques" (p. 366). 
Therefore, an expert would be considered an individual whom has mastered available 
information and skills in his/her given domain. As defined by Cambridge Dictionary 
online (20 12), expert is "a person with a high level of knowledge or skill; a specialist". A 
sport manager who is considered an expert for the purposes of this paper will be someone 
that progressed past an entry-level position and into a managerial position. Manager, as 
defined by Cambridge Dictionary online (2012), is "someone whose job is to control or 
organize someone or something." In this case, a manager will be an individual working in 
the sports industry that has individuals that report directly to them and manages other 
staff members. 
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The use of deliberate practice, as described by Ericsson, Krampe, and Tesch-
Romer (1993), as a way to achieve expertise explores three general types of activities that 
can contribute to the 10 years or 10,000 hours. The three types of activities are work, 
play, and deliberate practice whereas: 
Work includes public performance, competitions, services rendered for pay, and 
other activities directly motivated by external rewards. Play includes activities 
that have no explicit goal and that are inherently enjoyable. Deliberate practice 
includes activities that have been specially designed to improve the current level 
ofperformance (Ericsson, Krampe, and Tesch-Romer, 1993, p. 368). 
Sport managers may transition between work, play, and deliberate practice during their 
education and subsequent career. For example, a future sport manager may engage in 
sports industry tasks for play growing up, like playing fantasy sports and watching 
sporting events, and choose to enter into deliberate practice during college and/or 
graduate school to hone his/her skills as a sport manager. Ericsson, Krampe, and Tesch-
Romer (1993) explain that "individuals given a new job are often given some period of 
apprenticeship or supervised activity during which they are supposed to acquire an 
acceptable level of reliable performance" (p. 368). This apprenticeship period is also 
what sport managers describe as internship, practicum, or field experiences. After the 
sport management graduate has completed his/her education and internship, he/she may 
gain full-time employment and progress into the work category. 
The research examines what is meant by the term deliberate practice. Ericsson, 
Krampe, and Tesch-Romer (1993) explain that deliberate practice requires effort and is 
not fundamentally enjoyable. Bachelor and master degree candidates must apply a 
significant amount of work that is not always enjoyable towards degree completion. 
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Coursework in sport management and internships completed during undergraduate and 
graduate school focused on preparation for careers in the sports industry may not always 
be enjoyable, but would contribute to the hours needed for expertise. Deliberate practice 
allows "for repeated experiences in which the individual can attend to the critical aspects 
of the situation and incrementally improve her or his performance in response to 
knowledge of results, feedback, or both" (Ericsson, Krampe, & Tesch-Romer, 1993, p. 
367). A student working towards graduation is allowed several repeated attempts through 
schoolwork and internship hours to improve performance. 
Extensive time for learning and training is not only necessary for sport skill 
acquisition. According to Ericsson, Krampe, and Tesch-Romer (1993), long periods of 
necessary preparation can also be inferred for writers and scientists, although the starting 
point of their careers is more difficult to determine" (p. 366). The significant amount of 
time for education and training in other domains can make the exact starting point for 1 0 
years/1 0,000 hours difficult to determine. According to this research, "on average, more 
than 1 0 years elapsed between scientists' and authors' first work and their best work" 
(Ericsson, Krampe, & Tesch-Romer, 1993). As examined by Ericsson, Krampe, and 
Tesch-Romer (1993), several domains have shown that the elite expert performance is 
displayed by individuals with more than 10 years of experience, including: evaluation of 
livestock (Phelps & Shanteau, 1978), diagnosis of X-rays (Lesgold, 1984), and medical 
diagnosis (Patel & Groen, 1991 ). While a study specific to sport managers has yet to be 
conducted, we will proceed with the understanding that the same level. of training and 
experience is also required for expertise in the sports industry. It is understood that the 
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level of expertise needed for each profession mentioned may vary, and the level of 
knowledge and skills needed may also be greatly different. A position diagnosing x-rays 
can be significantly different from those needed for sports management, however, we will 
acknowledge that in each profession, a certain level of knowledge and experience is 
required for expertise and proceeds with caution. 
This study will focus on individuals who began their education, training, and thus 
deliberate practice, towards a career in sport management but have self-selected to leave 
the field prior to reaching the 10 years/1 0,000 hour mark. Through an exploration of 
individuals who successfully completed education, training and earning a full-time 
position in the sports industry but then left for an unrelated field, we can attempt to learn 
what caused these individuals to not reach the 1 0-year/1 0,000 hour mark. Some possible 
theories for attrition are explored below. 
Social Cognitive Theory 
One possible explanation for why graduates of sport management degree 
programs leave their jobs prior to retirement is Social Cognitive Theory. Bandura's 
(1986) Social Cognitive Theory is "a theoretical framework for analyzing human 
motivation, thought, and action from a social cognitive perspective" (p. xi). As explained 
by Bandura (1986), "the social portion of the terminology acknowledges the social 
origins of much human thought and action; the cognitive portion recognizes the 
influential causal contribution of thought processes to human motivation, affect, and 
action" (p. xii). The motivation, affect, and resulting action of graduates of sport 
management degree programs, may give insight into their career decisions. Individual 
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motivations, thoughts and actions all interact to influence job choice decisions. The 
interaction of these factors may provide insight into the reasons for attrition among 
graduates of sport management degree programs. For example, an individual motivated 
by money may become dissatisfied with a position in sports that offers low pay, and 
choose to find employment outside the sports industry. Therefore, if an understanding of 
motivations for graduates of sport management degree programs can be understood, 
reasons for attrition and possible ways to prevent attrition could be understood. 
The Social Cognitive Theory is built on the idea of reciprocal causation (Bandura, 
1986). It "embraces an interactional model [of] causation in which environmental events, 
personal factors, and behavior all operate as interacting determinants of each other" 
(Bandura, 1986, xi). As in many areas ofhuman behavior, several factors interact and 
influence decision making. Referred to as triadic reciprocal causality by Lent, Brown, & 
Hackett (1994), each factor influences each other. Bandura (1986) explains three 
bidirectionally interacting factors affecting each situation: (a) personal attributes, (b) 
external environmental factors, and (c) overt behavior. Personal attributes, external 
factors in a given situation and overt personal behavior all influence each other and lead 
to decision making, in this case career decisions. As Bandura (1986) illustrates, an 
individual will "serve as reciprocally contributing influence to ... [his/her] own 
motivation and behavior within a system of reciprocal causation involving personal 
determinants, action, and environmental factors" (p. 12). Therefore, this model alludes to 
behavior as a result of the interaction between a person and his/her environment (Lent, 
Brown, & Hackett, 1994). 
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Each situation is different. The strength of the relationships between personal 
determinants, actions, and environmental factors will vary by situation (Bandura, 1986). 
In some situations, personal attributes may weigh more heavily in a decision than 
external environmental factors or vice versa. Lent, Brown, and Hackett (1994) reinforce 
that "social cognitive theory emphasizes the situation and domain-specific nature of 
behavior, relatively dynamic aspects of the self-system, and the means by which 
individuals exercise personal agency" (p. 82). Taking the Social Cognitive Theory one 
step further, the Social Cognitive Career Theory was developed by Lent, Brown, and 
Hackett (1994) to apply the social cognitive theory specifically to careers. 
Social Cognitive Career Theory (SCCT) 
To justify career decisions and actions, the Social Cognitive Theory was used to 
develop the Social Cognitive Career Theory. Lent, Brown, and Hackett (1994) and later, 
Lent, Hackett, and Brown (1996) use the terms Social Cognitive Career Theory and 
Social Cognitive Theory of Career Development respectively. For the purpose of this 
paper, the Social Cognitive Career Theory will be examined. Lent, Brown, and Hackett 
(1994) explain that social cognitive theory is used as "a useful framework for 
encompassing diverse influences upon career development and, most importantly for 
suggesting common, central pathways through which these diverse factors affect career 
behavior" (p. 81 ). This theory helps to show how individual factors can affect career 
decisions. As previously discussed, sport managers' career decisions can be influenced 
by age, financial status and gender. Social Cognitive Career Theory (SCCT) "adopts 
Bandura's (1986) triadic reciprocal model of causality, which holds that person attributes 
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(such as internal cognitive and affective states), external environmental factors, and overt 
behavior each operate as interactive sets of variables that mutually influence one another" 
(Lent, Hackett, & Brown, 1996, p. 4). The SCCT framework focuses on three social 
cognitive factors seen as most relevant to career development: (a) self-efficacy, (b) 
outcome expectations and (c) goal representations (Lent, Brown, & Hackett, 1996). 
Through these three variables, individuals can regulate their own behavior (Lent, Hackett, 
& Brown, 1996). 
Self-efficacy, outcome expectations, and goal representations influence an 
individual's career decision making. These factors are influenced by personal attributes. 
According to Lent, Hackett, and Brown (1996), "the context within which people develop 
their skills, efficacy beliefs, and outcome expectations is influenced substantially by such 
variables as socioeconomic status, family and community norms, educational access, and 
gender role socialization processes" (p. 7). As mentioned above, factors including, pay, 
work/life balance, and gender are factors contributing to job satisfaction and thus 
attrition. Each of the main factors of the Social Cognitive Career Theory will be explored 
in more detail. 
Self-efficacy 
Self-efficacy is one of three bidirectionally contributing factors in the Social 
Cognitive Career Theory. As defined by Bandura (1986), self-efficacy is "people's 
judgments of their capabilities to organize and execute course of action required to attain 
designated types of performances" (p. 391). Thus, an individual's belief in his/her own 
abilities as relates to a specific performance. Self-efficacy helps to explain an individual's 
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"choice of activities and environments, as well as one's effort expenditure, persistence, 
thought patterns, and emotional reactions when confronted by obstacles" (Lent, Brown, 
& Hackett, 1994, p. 83). 
Self-efficacy in the Social Cognitive Career Theory is related to career 
performance. An individual's self-efficacy as related to sport management employment 
will influence choice of position, environment, and persistence in the field. As described 
by Lent, Brown, and Hackett (1994), "in the social cognitive view, self-efficacy is not a 
passive, static trait, but rather is seen as a dynamic set of self-beliefs that are specific to 
particular performance domains and that interact complexly with other person, behavior, 
and contextual factors" (p. 83). As explained above, self-efficacy is one factor that 
influences an individual's career decisions. 
High or low self-efficacy alone will not explain an individual's career decisions. 
Lent, Brown, and Hackett ( 1994) explain that "very high levels of self-efficacy in relation 
to task demands may actually diminish interest in an activity by removing its challenging 
quality" (p. 92). This may explain why a person with high skills in a given task will 
choose to not participate or quit. If the challenge and cognitive interest in an activity is 
removed, individuals may choose to seek alternate activities. This relates to earlier 
research that indicated boredom as a reason for attrition. Furthermore, "an individual with 
high perceived efficacy but low outcome expectations relative to a given activity may be 
less likely to develop an enduring interest in that activity since the latter is seen as 
offering limited potential for reinforcement" (p. 93). If the activity offers low potential 
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benefits for participation regardless of self-efficacy, an individual may lose interest and 
see the activity as not valuable. 
Outcome Expectations 
Outcome expectations are another factor potentially influencing career decisions. 
Unlike self-efficacy that is concerned with an individual's perceived abilities and 
responses to a situation, outcome expectations "involve imagined consequences of 
performing particular behaviors" (Lent, Brown, & Hackett, 1994, p. 83). Individuals will 
anticipate the response to a given situation and make decisions based on that expected 
outcome. "Interest in a particular academic or career-relevant activity depends, in part, on 
the outcomes that are anticipated to result from participation in the activity" (Lent, 
Brown, & Hackett, 1994, p. 91). The expected outcome of a given situation will influence 
engagement in the activity or interest in pursuing the activity further. Lent, Brown, and 
Hackett (1994) explain: 
Interactions with or observation of family members, peers, teachers, other 
significant persons, cultural and religious institutions, and print and 
electronic media sources provide much of the context for imparting values 
and personal standards of behavior. People develop proclivities for 
particular reinforcers (e.g., status, money, autonomy), and they perceive 
different activities or occupations as varying in terms of their ability to 
satisfy these desirable extrinsic outcomes as well as more intrinsic and 
self-evaluative ones (e.g., self-satisfaction linked to fulfilling personal 
standards). (p. 91). 
Several factors combine to determine what the perceived outcome of a given 
situation will be. Once that outcome expectation has been set, a situation that does 
not coincide may result in decreased interest in the activity and in this case career. 
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Goals 
Goals are the third factor explored by the Social Cognitive Career Theory 
contributing to career decisions. Lent, Brown, and Hackett (1994) explain "social 
cognitive theory holds that goals play an important role in the self-regulation of 
behavior" (p. 84). Individuals use goals "to organize and guide their behavior, to sustain 
it over long periods of time even in the absence of external reinforcement" (Lent, Brown, 
& Hackett, 1994, p. 84). If an individual does not anticipate external rewards for a given 
task, his/her internal goals will help to guide that decision. Goals provide individuals will 
motivation to continue pursuit of a given task. As explained by Lent, Brown, and Hackett 
(1994), "goals achieve their self-motivating quality by linking self-satisfaction to goal 
fulfillment and to the enactment of behavior that meets internally-set standards" (p. 85). 
An individual will set personal goals based on his/her own internally set ideals. 
Goals can include career ideals, plans and hopes. Concepts like "career plans, 
decisions, aspirations, and expressed choices are all essentially goal mechanisms" (Lent, 
Brown, & Hackett, 1994, p. 85). As Bandura (1986) illustrates: 
"While undergoing reinforcing experiences, people are doing more than 
just learning the probabilistic relation between actions and outcomes. They 
observe the progress they are making and tend to set themselves goals for 
progressive improvement. External incentives thus influence behavior 
partly through their effects on the goals people have set for themselves" 
(p. 13). 
While personal goals are generally considered intrinsic motivations, extrinsic motivations 
can affect the goals an individual has set. 
Throughout an individual's growth, development, and career decisions, several 
factors influence goal choices. Lent, Brown, and Hackett (1994) remind us that "over the 
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course of childhood and adolescence, people's environments expose them to a wide array 
of activities of potential career relevance. They also observe or hear about others 
performing various occupational tasks" (p. 88-89). As Lent, Brown, and Hackett (1994) 
note, others in both positive and negative career situations can influence career decisions: 
The relation of interests to choice goals will be moderated by opportunity 
structures (e.g., job availability, economic conditions, costs associated 
with occupational entry, perceived and actual barriers to entry) and 
support systems (e.g., financial, emotional, and instrumental support). 
Interest-choice goal relations will be stronger when opportunity and 
support are perceived to be high versus low. Conversely, these relations 
will be attenuated when perceived barriers (e.g., discrimination, 
disapproval of significant others) are high versus low (p. 1 08). 
Job availability in sport management is relatively low with competition being high. If an 
individual perceives the opportunity for job attainment and growth to be low, he/she may 
set career goals outside the sport management field. In the model put forth by Lent, 
Brown, and Hackett (1994), they explain that "cognized goals figure prominently as 
reflections of self-efficacy, outcome expectations, and interests, and as self-regulators of 
motivation" (p. 86). The bidirectionally influencing factors of self-efficacy, outcome 
expectations, and goals may help to explain the career decisions a sport management 
graduate makes. 
Resulting career decisions 
In the Social Cognitive Career Theory, individuals use the above three factors, 
self-efficacy, outcome expectations, and goals to make career decisions. Lent, Hackett, 
and Brown (1996) explain that "SCCT maintains that sociocognitive variables operate in 
concert with other important qualities of persons and their contexts su<;h as gender, 
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race/ethnicity, genetic endowment, and socioeconomic status" (p. 81). As with many 
decisions, several factors interact to result in career choices. 
Choices are frequently affected by social and economic factors (Lent, Brown, & 
Hackett, 1994). Group interaction, family situation, and salary can all influence career 
choices. These factors, again, may not individually lead to attrition but the combination 
can influence an individual's choice to leave his/her career in sport management. As 
explained further by Lent, Brown, and Hackett (1994), "socioeconomic conditions, such 
as extreme poverty, can powerfully affect career choice options based, in part, on their 
impact on other system elements, such as learning opportunities" (p. 88). As previously 
discussed, positions in sport management can carry low salaries leading individuals to 
feel dissatisfied and thus, pay influences career decisions. 
Salary is not the only contributing factor to be explored in research. Additionally, 
"many women must also contend with special challenges to their career adjustment, such 
as the need to cope with work/family role conflict, sexual harassment, or ' glass ceiling' 
obstacles" (Lent, Brown, & Hackett, 1994, p. 117). Gender differences in sport 
management may influence the career decisions of graduates of sport management degree 
programs. This could be due to discrimination, not having coworkers to relate to, or the 
informal culture in sport organizations. Shaw and Frisby (2006) suggested the informal 
practices of sport management may be to blame for attrition by female sport managers. 
Meeting times and social events, like drinks after work or playing sports as a group, may 
exclude those with childcare responsibilities (Shaw & Frisby, 2006). Women that take on 
the primary caregiver role in their households may not be able to participate in the same 
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social experiences as their male or non-caregiver counterparts. This disparity between the 
experiences of men and women in the workforce, including in sport management, may 
contribute to increases in attrition among women. 
These factors will not only influence an individual's choice to enter the field of 
sport management, it can affect subsequent career decisions. Lent, Brown, and Hackett 
(1994) suggest the sociocognitive factors theorized "as being important to career entry 
will also influence subsequent career choices and adjustment; however once 
implemented, initial career choices are subject to revision by a variety of additional 
factors which extend beyond the scope ofthe present framework" (p. 81). Once in the 
field of sport management, the factors set forth by Lent, Brown, and Hackett will be 
combined with factors that individuals experience in the workforce. This theory helps to 
explain initial career decisions but does not adequately examine later career decisions. 
Traditional turnover theory 
The Social Cognitive Career Theory may not fully explain the career decisions 
that sport managers make. While the SCCT (Lent, Brown, & Hackett, 1994) helps to 
explain career decisions based on factors set forth by Bandura (1986), traditional turnover 
theory may take the concept of career decisions one step further. SCCT explores self-
efficacy, outcome expectations, and goals as factors influencing career decisions. This 
theory does not examine situations experienced in the workforce that influence career 
choices. Van Dam (2008) explains that "traditional turnover theory (March and Simon, 
1958; Mobley, Griffith, Hand and Meglino, 1979) predicts that lowered levels of job 
satisfaction and organizational commitment, and the perception of job alternatives are 
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related to thoughts about quitting and actual turnover" (p. 562). Low job satisfaction and 
commitment to the sport organization may lead individuals to explore other opportunities. 
Further, if an individual perceives greater opportunities outside of the sports industry, 
he/she may choose to explore those options. Van Dam (2008) notes that "the intention to 
leave may strengthen when employees perceive attractive job alternatives" elsewhere. 
Van Breukelen, VanDer Vlist, and Steensma (2004) describe that "having, or perceiving, 
numerous opportunities on the labor market may be seen as 'strong perceived behavioral 
control' over changing jobs, while the perception of few alternative jobs is seen as 
reflecting 'little perceived control over the behavior' (i.e., leaving the organization)" (p. 
897). Additionally, since "organizations, jobs and people change over time, it is likely 
that a previously good fit can deteriorate over time, leading to increasingly higher levels 
of dissatisfaction, and that career related thoughts of future quitting develop accordingly" 
(Van Dam, 2008, p. 562). Van Dam (2008) summarizes that "traditional turnover theory 
predicts that there will be differences in job satisfaction, organizational commitment and 
perceived alternatives between employees with a short-term time frame for leaving, 
employees with a longer-term time frame for leaving, and those who intend to stay" (p. 
562). Traditional turnover theory could provide valuable information on indicators of 
attrition in professionals. The predicted differences in job satisfaction, organizational 
commitment, and perceived alternatives in traditional turnover theory may also be seen in 
sport managers. Differences reported between employees with short-term plans to leave a 
position, those with long-term plans to leave, and those who plan to remain with an 
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organization could be similar to those differences in graduates of sport management 
degree programs. 
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Chapter Three: Methodology 
This qualitative research study utilized interviews to learn the experiences of 
graduates of sport management degree programs. Qualitative research, including 
interviews, uses open-ended questions to discover in-depth information about subjects' 
experiences, feelings, opinions, and perceptions (Patton, 2002). Costa (2005) reported 
that qualitative research is under used and underappreciated in sport management. An 
increase in the availability of qualitative data could provide sport managers, educators, 
and students with detailed accounts of experiences working in sport management. 
Rinehart (2005) explains that "when dealing with a youthful clientele, whose most active 
representations of the world have been visual and aural, personal storytelling could not 
only catch and hold interest and create accessible metaphors for experience, but it also 
might provide viable models for real plans of action" (p. 500). Reading about the 
experiences of others could be a valuable tool for sport management students (Rinehart, 
2005). This study aims to add to the existing qualitative sport management literature. 
The use of interviews may provide useful information to the sport management 
industry. Interviews "can become a valuable tool for those involved in sport management 
to acclimatize students, staff, and others to the field" (Rinehart, 2005, p. 507). It is the 
researcher' s hope that data from this study will provide rich data for sport management 
education programs, including real world accounts of post-graduate careers that will be 
interesting and informative for current sport management students during their academic 
training. Interviews may also provide sport employers with examples of reasons for 
attrition among graduates of sport management degree programs. This information may 
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prove useful to the sports industry by providing information for students, sport 
management education programs, and the industry. The following section will describe 
the methodology of this research study. 
Background of the researcher 
I am a doctoral student studying Curriculum and Teaching with a specialization in 
coaching at Boston University's (Boston, Massachusetts) School of Education. I 
received a Bachelor of Science degree in Movement Science, Sport, and Leisure Studies 
from Westfield State University (Westfield, Massachusetts) in 2002. I then earned a 
Master of Science degree in Sport and Leisure Service Management at the University of 
Nevada, Las Vegas (Las Vegas, Nevada) in 2004. 
After completing eight internships in college and professional sports, I began my 
sports career in 2004. I worked in the marketing department and managed team 
sponsorship elements including tickets, merchandise, and signage for a professional 
sports franchise. To earn some extra money, in 2005, I became an adjunct instructor in 
sport management. At Lasell College (Newton, Massachusetts), a small, private, liberal 
arts college, I taught undergraduate classes in Sport Marketing, Sport Finance, Sport in 
Society, and Event Management. After working four seasons in professional sports, I 
accepted a position as Marketing Manager for Boston University's Fitness & Recreation 
Center. There, I was responsible for marketing, communications, and community 
relations for the facility as well as the Department of Physical Education, Recreation, and 
Dance. I was also the departmental Webmaster and negotiated sponsorships. During this 
time, I continued as an adjunct instructor and began working towards my doctorate in 
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education. In August 2011, I became an assistant professor of sport management at 
Mount Ida College (Newton, Massachusetts). At Mount Ida, I teach undergraduate 
classes including Introduction to Sport Management, Sport and Media, Sport 
Communication, Sports Finance, and Facility Management. I have a personal connection 
to this research as a former sport management student, past practitioner, and now as a 
sport management educator. 
Assumptions 
As I began my career, I thought I understood the field of sport management. I had 
extensive and valuable experiences in sport, as well as, an advanced degree. Through 
internships, I had worked with many accomplished sport managers. I had a growing 
network of sport managers. While in school, I dreamt of working for my hometown 
professional team. Through hard work, perseverance, and networking, I got that job, and 
began my career. 
My time in professional sports was fun and exciting. I attended large scale, 
exclusive events, performed interesting tasks, and interacted with athletes and celebrities. 
I had a job that my friends envied. Others were impressed with my job, and it was always 
a conversation starter at parties. It was a source of pride for me to tell strangers where I 
worked. My family and friends enjoyed the perks of my job and loved. attending games. 
On a few occasions, I even heard them bragging on my behalf. 
My coworkers and I were around the same age and life stage. Most of us were in 
our early to mid-twenties, unmarried with no children. We spent a lot of time together 
both in and out of work. Between long work days, games, and events, there was plenty of 
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time to get to know each other. We were not just coworkers; we were friends. We 
performed as a team to accomplish our collective, organizational goals. We worked hard, 
and had a lot of fun. However, there was some unhappiness among the staff. There were 
lots of complaints and talk of leaving the team. The long hours and low pay put people on 
edge. I felt a lot of pressure to figure out ways to financially support myself. I picked up 
shifts as a server and eventually taught classes as an adjunct instructor at a local college 
to earn extra money. 
Every year, a few people left during the off-season. In a small staff, like most 
professional sport franchises, losing a few members each year impacts the organization. 
There is additional work that needs to be completed until a replacement is found, as well 
as dealing with the loss of friends. Our team typically took an employee departure as an 
opportunity to shuffle tasks among the remaining workers. It was a good opportunity to 
try new things and gain exposure to other job functions. As colleagues moved onto new 
jobs and careers, those who remained absorbed their tasks and eventually released others 
to new hires. Certain people took on more tasks than others. We often joked about being 
rewarded for doing a good job with more work. This distribution method led to some 
anger and resentment among staff members because of the number of duties and lack of 
equality in workload. Since our department shuffled tasks so often, most employees 
understood what each job entailed. It was easy to see which jobs were harder and more 
time consuming than others. 
After two full seasons, I began to rethink my own career. I was 25 years old with 
the job I had been working towards for years, in high school as a student-athlete, as an 
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undergraduate, a graduate student, and an intern. There were many factors that lead to my 
discontent. Primarily, the low pay and long hours stimulated my desire to explore other 
career opportunities. I earned $26,000/year and worked 60-80 hours per week. As a sport 
management student, I had no idea that the money would be so low and the hours so 
long. I did not realize that I would have to sacrifice most of my free time with family and 
friends to pursue this career. 
There was a lot of pressure within the organization to put in long hours. 
Employees were often criticized for leaving before the group. It became a social norm 
and expectation to work longer thana typical 9 a.m. to 5 p.m. workday. Our Vice 
President would often comment that people who left before 6pm "only worked part-
time". The typical workday in the off-season was 9 a.m. to 6 p.m. that included a lunch 
break that we rarely had the time to take. Most people ate lunch at their desks and 
continued to work. Knowing that my peers outside the sports industry often made more 
money and worked only 40 hours per week, I started looking for jobs. With skills in sport 
management and marketing, I explored both career paths. As an intern, I was once told if 
you can market sports, you can market anything. After seeing colleagues leave and work 
in general marketing roles, I trusted I could, too. 
After four years, I was offered a new job with regular hours and a salary increase. 
It was not easy to leave my position in professional sports. This had been my first full-
time job after graduation. I felt loyalty towards the organization, my coworkers, and my 
job tasks. I had become our departmental specialist in certain marketing functions and felt 
responsible for my duties to be completed. I also worried about what my departure would 
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do to my colleagues. I knew they would have to absorb my responsibilities, at least for 
the time being. I eventually left, as did most of my coworkers. Ofthe eight employees 
who started the same year that I did, only two are still employed in that organization. 
Reflecting on my departure and the departures of my coworkers, I saw many sport 
management professionals leaving sports altogether and moving into unrelated fields well 
before retirement age. 
Through my personal experiences as a sport management student and practitioner, 
I have developed some assumptions about the subject. Working in sport management can 
be challenging. It requires long hours and an abnormal schedule. As most sporting events 
are held on nights and weekends, sport managers are required to work while their non-
sport peers are enjoying time off with friends and family. Salary is another difference that 
sport managers have with their non-sport counterparts. Pay in sport management is often 
below that of careers outside of sport management. Financial factors can be a barrier in 
sport management jobs. Sport industry employers experience a high demand for their 
positions, and thus can pay employees less than other industries. 
It is not all bad. With these sacrifices of time and money also come interesting 
and exciting experiences. Sport managers are often in attendance at some of the most 
exciting and exclusive sporting events in the world. The Super Bowl, NCAA Final Four, 
Olympics, and Pebble Beach Golf Tournament are examples ofhistorical events that 
draw worldwide attention. These experiences are uncommon in non-sport professions, 
but sport managers are routinely part of these exciting events. Individuals must decide for 
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themselves what is important; the benefits may outweigh the drawbacks for some and for 
others do not. 
Prior to conducting this research study, I had assumptions about what the data 
would reveal. I expected participants to report working hours and salary as key factors for 
leaving sport management positions. I assumed that my experiences were typical and 
participants would echo my complaints. Next, I expected family or life stage to be a 
major factor in attrition, believing that individuals who wanted to get married and have a 
family would leave the sports industry to do so. Since most of my coworkers were in 
their twenties and unmarried, I assumed a change in life stage would influence career 
decisions. Additionally, I expected female subjects to discuss gender, gender 
discrimination, and being treated differently in sports as a factor for leaving the field of 
sport management. Given the male dominance in sport management, I expected females 
to comment on that inequity. I assumed that individuals who wanted to find employment 
in sport management would be able to do so, and that those who worked in an alternate 
field had voluntarily made that decision. 
Research Study 
Early career decisions of graduates of sport management degree programs were 
explored via interviews. Participants who graduated from sport management programs 
within 6 years (years 2006-2011) were chosen for this study. Subjects were initially 
divided into two groups, those who were currently working in the field of sport 
management and those who were working in other fields. Thirty-two interviews (n=32) 
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were conducted over a four-month period from July 2012 until October 2012. The 
breakdown of subjects is as follows: 
• Ten (10) males currently working in sport 
• Ten (1 0) males not currently working in sport 
• Five (5) females currently working in sport 
• Seven (7) females not currently working in sport 
To investigate the early career decisions of graduates of sport management degree 
programs, telephone interviews were conducted. Using a non-probability, purposeful 
sampling technique, subjects self-selected to participate in semi-structured interviews. 
Purposeful sampling has been a technique accepted in qualitative research for its 
emphasis on inquiry and in-depth understanding (Patton, 2002). Through this research, I 
hoped to learn what individuals experienced in the workplace during their first six years 
after graduation from a sport management program, and what influenced their subsequent 
career decisions. 
Obtaining Participants 
An invitation to participate was initially sent to sport management departments at 
three colleges/universities in the United States (See APPENDIX A). A fourth university, 
University D, was added to reach the goal of 30 participants. Universities A, B, and C are 
all large, public universities with Division I athletic programs. University A, in the 
northeastern United States, is located on over 1,400 acres in a rural area. This university 
supports over 27,000 students in 86 bachelor's degree, 72 master's degree, and 50 
doctoral programs. University B, in the southeastern United States, offers 211 degree 
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programs on its over 1400-acre campus. University B has more than 56,000 students. 
This university grants only master's degrees in sport management. Bachelor's degree 
candidates can elect a sport management minor but a major is not offered at this 
university at the undergraduate level. There are approximately 250 graduates of this 
master's sport management program. University Cis located in the southwestern United 
States on an urban campus. This university campus supports over 27,000 students. This 
institution has more than 220 degree bearing programs. There are approximately 450 
graduates of this program in the alumni database. The sport management program at this 
university was cancelled effective July, 2011, due to budget cuts. University Dis a 
private college located in the northeastern United States. This institution administers a 
Division III athletic program, and grants both a bachelor's and master's degrees in sport 
management. With less than 5,000 total students, this institution is the smallest that 
received information regarding this study. While information was sent to four 
college/university sport management departments, participation was not restricted to 
graduates of only those institutions. Subjects from any United States sport management 
program were interviewed. Responses from individuals outside the United States were 
not accepted. 
Additionally, requests for participation were sent out via the researcher's twitter 
account and posted on the following Linked In group pages: Mentoring Future Sports 
Business Stars, North American Society for Sport Management, Sport Management 
Education Forum, Sport Management Networking Group, Sports Industry Network, The 
Sports Business Exchange- For Young Sports Business Professionals, and the UNL V 
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Alumni Group. In each message, a link to a request for participation form and an 
informed consent was used to direct prospective participants to information about the 
study as well as the researcher's personal contact information. 
All respondents to the request for participation received a personal email from the 
researcher, either with a request for an interview or explaining why he/she may not 
qualify for participation. The majority of subjects who were dismissed from participation 
had graduation dates outside the required 2006-2011 range. All other respondents were 
pursued for an interview. After initial requests for an interview were emailed, a follow-up 
request was sent one week later to unresponsive prospective participants. A third attempt 
was made another week later, after that; unresponsive participants were not contacted 
a gam. 
Thirty-two total interviews were included in the data collection. In qualitative 
research, there is no specified "n" that must be attained. Patton (2002) recommends 
instead setting a minimum number of subjects based on expected coverage of the 
phenomenon. The goal number of subjects for this study was thirty, 18 males and 12 
females. This goal was surpassed and data collection concluded in October 2012. 
Individuals selected for participation in this study graduated from a bachelor's or 
master's degree sport management program between 2006 and 2011. For comparison, 
individuals who currently work in the field of sport management as well as those who are 
working in an unrelated field were interviewed. For ease of gathering subjects, this study 
explored both subjects with bachelors and masters degrees in sport management. Subjects 
were asked to provide fellow alumni or coworkers who may be interested in participating 
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in this study. Through the use of snowball sampling, this study aimed to obtain thirty 
participants, 18 males and 12 females total. The goal was 9 males and 6 females who 
have left the sport management field, and 9 males and 6 females who stayed in the sport 
management field. In an effort to interview all interested participants, thirty-two total 
interviews were used instead of the goal of thirty. The last four interview responses were 
received over a three-day period, and the researcher felt it was important to take 
advantage ofthe opportunity for additional subjects. A breakdown of the subjects is as 
follows: 
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No. Age Sex Race Education Level State ofResidence Graduation Year Date oflnterview 
1 29 M Caucasian Bachelor's North Carolina 2006 7/21/2012 
2 29 M Caucasian Master's Kansas 2009 7/27/2012 
3 43 F Caucasian Doctorate Ohio 2009 7/27/2012 
4 26 M Caucasian Master's Ohio 2009 8/3/2012 
5 26 M Caucasian Bachelor's New Jersey 2008 8/14/2012 
6 42 M Caucasian Master's Kansas 2007 8/15/2012 
7 24 M Caucasian Bachelor's Massachusetts 2010 8/15/2012 
8 23 M Caucasian Bachelor's New Hampshire 2011 8/16/2012 
9 36 M Hispanic Bachelor's Washington 2011 8117/2012 
10 24 M Caucasian Bachelor's Missouri 2011 8/18/2012 
11 27 M Caucasian Master's Connecticut 2006/ 2008 8/22/2012 
12 38 M Caucasian Master's Ohio 2006/ 2007 8/22/2012 
13 24 M Caucasian Bachelor's Kentucky 2010 8/23/2012 
14 28 F Caucasian Master's Florida 2008 8/26/2012 
15 30 F Caucasian Master's Virginia 2002/ 2007 8/27/2012 
16 23 M Caucasian Bachelor's Ohio 2011 8/28/2012 
17 32 F Caucasian Master's Califurnia 2011 8/29/2012 
18 47 F Caucasian Master's Pennsylvania 2011 8/30/2012 
19 25 F African- American Master's Florida 2010 8/30/2012 
20 32 F Caucasian Master's Califurnia 2011 8/30/2012 
21 38 M Caucasian Master's Califurnia 2011 8/3112012 
22 24 F Caucasian Master's Vermont 2009 9/1 /2012 
23 23 F Caucasian Bachelor's New Jersey 2011 9/11/2012 
24 27 F Asian- American Master's Califurnia 2011 9/13/2012 
25 32 M Caucasian Master's New Jersey 2008 9/19/2012 
26 26 F Caucasian Bachelor's Massachusetts 2008 9/20/2012 
27 31 F Caucasian Master's Florida 2006 9/26/2012 
28 29 M Caucasian Bachelor's Massachusetts 2006 9/27/2012 
29 23 M Caucasian Bachelor's Pennsylvania 2011 10/8/2012 
30 24 M Caucasian Bachelor's Delaware 2010 10/8/2012 
31 29 M Caucasian Bachelor's Florida 2006 10/8/2012 
32 25 M Caucasian Bachelor's Pennsylvania 2010 10/10/2012 
Table 1. Participant data. 
Participants 
Interviews were conducted with graduates of bachelor's and master's sport 
management programs. Since program names vary by institution, interviews were 
conducted with individuals bearing degrees in sport management, sport business 
management, sport leadership, sport communications and management, athletic 
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administration, or sport and leisure service management. The difference in program name 
did not indicate a difference in program focus. Participants each expressed a focus on 
gaining employment in sports industry positions. 
Both males (n=20) and females (n=13) were interviewed for this study. Given the 
higher percentage of males involved in sports and the sports management field, it is 
understandable that more males than females responded to the request for participation. 
One interview was deemed unusable by the researcher. A female participant incorrectly 
filled out the interview request form to state that she had graduated in 2011, but during 
the interview identified that she had actually graduated in 2012. Thus, that interview was 
removed from the data pool and not used during analysis. A sport management graduate 
who had been out of college for less than one year would not have the required amount of 
time or experience in the workforce to answer questions about his/her experiences. The 
number of participants for this study was confirmed at thirty-two (n=32). Participants 
lived in sixteen different states, and ranged in age from the youngest participant who 23 
years old to the oldest participant who was 4 7 years old. Participants had earned a 
combined fifty-two degrees in a variety of academic areas, including thirty-seven degrees 
in sport management. 
While all participants had an earned degree in sport management, not all participants 
were currently working in the field. At the time of interviews, the employment status of 
the participants is as follows: 
• Fourteen (14) working full-time in the sport management field 
o Ten (10) males 
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o Four (4) females 
• Seven (7) working part-time in the sport management field 
o Six (6) males 
o One (1 ) females 
• Four (4) working full-time outside the field of sport management 
o Two (2) males 
o Two (2) females 
• Two (2) full-time students 
o Two (2) females 
• One (1) completing a full-time internship in the sport management field 
o One ( 1) female 
• One (1) completing a full-time internship outside the field of sport management 
o One (1) male 
• Three (3) currently unemployed 
o One (1) male 
o Two (2) females 
Each participant was counted only once, with attention paid to sports industry work. If an 
individual was working full-time in a field outside of sport management, but was also 
working part-time in the sports industry, he/she was counted as a part-time employee. 
Although this was not always true, some individuals who were counted as part-time 
employees work part-time in sports management and part-time in another field. The 
participants who were counted as full-time employees outside of sport management were 
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not working in sport management. Thus, fourteen of the thirty-two graduates of sport 
management degree programs interviewed are currently working full-time in the sports 
industry. Seven participants work part-time in the sport management field, and one 
participant is a full-time intern in the sports industry. Overall, twenty-two of the thirty-
two participants in this study are currently involved in the sport management industry. 
Informed Consent 
All interviews were conducted on the telephone; therefore an electronic informed 
consent was used. Participants were asked to fill out an electronic form with their name, 
year of graduation, college or university attended, telephone number, and email address. 
There was then an informed consent in which the participant needed to initial that he/she 
had read and agreed to the terms (See APPENDIX B). Once a potential participant had 
filled out the electronic informed consent, an email was sent to the researcher with 
contact name, year of graduation, college or university attended, telephone number, email 
address, initials, and Internet Protocol (IP) address. The IP address was used as a security 
measure to verify participant confirmation. The email messages sent to the researcher 
were responded to within two business days, and filed in a password-protected email 
account on a password-protected computer. 
Personal information was collected to set up interviews, but was not used in the 
data analysis. On multiple occasions during the interview process, participants asked to 
confirm that their personal information, including name and employer would be kept 
confidential. This spoke to the candidness of the interviews and information provided. 
The researcher assured the participants that all identifying information would be kept 
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confidential and that it was their experiences and stories that would be most valuable to 
the field of sport management. Zero participants elected to conclude their interviews and 
be removed from this study. 
Procedure 
To best understand the career choices of graduates of sport management degree 
programs, qualitative interviews were conducted. Interviews were conducted via 
telephone and audio recorded beginning in July 2012. After Institutional Review Board 
(IRB) approval was obtained in July 2012, data collection began. Interviews were 
conducted with the first thirty-two (n=32) respondents who qualified for the study. 
Individuals self-selected to participate in this study. E-mails were sent via university 
alumni relations and sport management department newsletters beginning in July 2012. 
Messages were sent out via program and alumni relations Twitter, Facebook, and Linked 
In accounts. After three weeks, a request for participation was sent to graduates of 
University D. Each communication included a link to a short electronic survey to gather 
subject contact information. Researcher contact information was included as well for 
potential subjects who preferred to make initial contact. Subjects were asked to fill out a 
survey and include their contact information. The electronic survey inCluded the 
Informed Consent with subjects being required to check and initial the I ACCEPT box 
(See APPENDIX B). Each submission was responded to within two days via email to 
schedule an interview. Each e-mail included a request for suggested times and days to 
schedule interviews. 
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Three attempts were made to contact subjects who met the above criteria. If after 
three attempts at contacting a subject with no response, the researcher assumed he/she no 
longer wished to participate and contact ceased. Interviews were conducted with every 
respondent who graduated between 2006-2011 with a degree in sport management from a 
United States college or university. 
Interviews lasted approximately 30 minutes each. The longest interview was over 
90 minutes while the shortest interviews were close to 20 minutes long. There was no 
compensation for participation in the study. All participation was voluntary and subjects 
had the right to conclude the interviews at any time. Information about subjects' gender, 
age, race, education level, year of graduation, and work experience, including sport 
management subfield, were the only identifying factors. Personal information including 
name, address, and specific organization of employment was not used. 
At the conclusion of interviews, subjects were asked ifthey knew a classmate or 
coworker with a degree in sport management who may be willing to participate in the 
study. Using a "snowball" technique to gather additional subjects may be useful to reach 
those who are not connected to their alumni relations department. Snowball-sampling 
uses existing contacts to obtain more research subjects (Patton, 2002). This resulted in 
additional participants for this study and supported the researcher's total number of 
subjects attained. 
Semi-structured interviews were conducted with all participants (SEE 
APPENDIX C for Interview Guide). Subjects were asked questions related to their 
educational background and expectations for the workforce. Participants were asked to 
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discuss their education, work experience, and any specific events or experiences that 
stood out in their memories. Interviews concluded with subjects being asked their plans 
for the future. Demographic information including, age, race, state of residence, and 
education level was collected at the end of the interview. While information about age, 
race, and gender may have influenced particular experiences in the field of sport 
management, demographic information was asked at the end of the interview to avoid 
biasing the participants. Finally, participants were given the opportunity to ask questions 
of the researcher and the research study. As fellow graduates of sport management degree 
programs, many subjects were curious about the researcher, assumptions of findings, and 
requested to be sent findings. All subjects who asked were told they would be sent an 
executive summary once the study was completed. Participants were told to expect 
follow-up information in the summer of2013. 
An email thanking the participants for the interviews was sent within 24 hours. 
Each email included a link to the Request for Participation form that could be sent to 
potential subjects. It was the researcher's hope that participants would forward the email 
to fellow alumni or coworkers. Email messages also invited participants to follow-up 
with the researcher if they had questions or concerns about the research study. Most 
emails were responded to with pleasantries. Zero participants expressed any concern 
about participation or wished to withdraw their statements. 
Analysis 
A Grounded Theory approach was taken to analyze the data collected in this 
study. Grounded Theory is a qualitative research design where the researcher uses the 
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data to form a theory or explanation of an experience, action, or process taken by the 
subjects (Crewell, 2007; Strauss & Corbin, 1998). This method appeared logical for this 
type of data due to the lack of theories related to the career choices of graduates of sport 
management degree programs. Given that sport management research is in its infancy 
and its recent, rapid growth, a grounded theoretical approach was selected. Grounded 
theory holds 
"that theories should be "grounded" in data from the field, especially in the 
actions, interactions, and social processes of people. Thus, grounded theory 
provided for the generation of a theory (complete with a diagram and hypotheses) 
of actions, interactions, or processes through interrelating categories of 
information based on data collected from individuals" (Creswell, 2007, p. 63). 
An exploration of the interactions and processes of graduates of sport management 
degree programs influenced the use of Grounded Theory as the preferred method of data 
analysis. 
As reported in Creswell (2007), there have been two approaches to grounded 
theory, the systematic process used by Strauss and Corbin (1990, 1998) and the 
constructivist process used by Charmaz (2005, 2006). In the systematic approach, the 
researcher collects data, and then analyzes those data, then returns to collect more data 
(Creswell, 2007). In the constructivist process, "Charmaz advocates for a social 
constructivist perspective that includes emphasizing diverse local worlds, multiple 
realities, and the complexities of particular worlds, views, and actions" (Creswell, 2007, 
p. 65). In this approach, emphasis is placed on "the views, values, beliefs, feelings, 
assumptions, and ideologies of individuals" (Creswell, 2007, p. 65). Given this focus on 
the individual's view of the field of sport management, feelings about his/her 
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experiences, and assumptions made by subjects about expected experiences in the 
workforce, this seemed like a logical choice for data analysis. The constructivist approach 
argued for by Charmaz was used for this study. 
Interviews were recorded using an audio digital recorder. A Sony MP3 IC 
Recorder was purchased and used by the researcher. Files were saved on the researcher's 
password protected computer. Interview files were uploaded to a third party transcription 
company, Datagain. The researcher entered participant data into a spreadsheet including, 
date of interview, college or university, year of graduation, internships completed, current 
employment, age, race, and gender. The interviews were then each assigned a number. 
This number was used throughout the data analysis process to identify unique subjects. 
Meanwhile, Datagain transcribed the files verbatim and notified the researcher upon 
completion. The researcher then logged into Datagain's website and downloaded the text 
files. Each file was printed and numbered according to the preset participant numbers. 
Each transcript was read line by line to determine emergent codes. Once a list of 
codes was made, all interview text was transferred into a spreadsheet. Each section of text 
was placed into a row. All codes were placed into columns along the top of the 
spreadsheet. When a section of text mentioned a particular code a "1" was placed into the 
corresponding cell. This way text could then be sorted based on usage of a given code. 
The process was then repeated to confirm codes were recorded. The spreadsheet was then 
sent to an auditor for review. The auditor verified accuracy of codes and made 
suggestions for additional codes. The process of reading each section of text and marking 
appropriate codes was done a third time to include the auditor's suggestions and to again 
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verify findings. Then, codes were combined into groups or themes. Themes were then 
organized into domains. The following domains emerged from the data, Personal 
Characteristics, Academic Experiences, Experiences in the Field of Sport Management, 
Internships in Sport Management, and Influence of Significant Others. Expectations were 
a recurring theme throughout the data and referenced in each domain. A list of domains 
and codes with the corresponding definitions can be found in APPENDIX D. 
The use of a third party auditor provided the researcher with an objective look at 
the information gathered during this study. Triangulation is a way of exploring data from 
more than one perspective to determine accuracy of findings (Patton, 2002). The point of 
triangulation, as explained by Patton (2002), is to test for consistency of findings. Since 
the information gathered for this study was via telephone interviews with voluntary 
participants, a third party auditor read transcriptions to determine consistency of codes, 
themes, and domains. The auditor was a recent doctoral graduate with experience 
conducting qualitative research and analyzing results. She received no compensation for 
her assistance in this study. 
The following section provides an analysis of the data collected from this research 
study. Information will be reported by domain, employment grouping, and emergent 
theories. 
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Chapter Four: Results 
The qualitative results that follow are based on thirty-two (32) interviews with 
bachelor's and/or master's graduates of sport management programs. 
Participants 
Participants included both males (n=20) and females (n=12) who graduated from 
twenty-one (21) different United States colleges and universities (APPENDIX E). Of all 
participants' most recent degrees obtained, fifteen had earned a bachelor's degree in sport 
management (n=15), sixteen had earned a master's degree in sport management (n=16), 
and one had earned a doctorate in sport management (n=1). 
By employment group 
Participants in this study were individuals with different and varied experiences, 
backgrounds, and goals for the future, thus finding commonalities proved challenging. 
Therefore, the next logical step was to determine how to group participants. The current 
employment status of participants was reported in Chapter Three. Below, participants are 
broken out into groups first by if he/she had obtained full-time employment in the sports 
industry, then by current employment status. This was done to identify the participants 
who had obtained full-time employment in the sports industry and those who had not. 
Thirty-two total participants were interviewed for this research study. The 
breakdown of employment status is as follows: 
• Twenty-one (21) obtained full-time sports industry employment 
o Sixteen (16) stayed in the field 
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o Three (3) left the field 
o Two (2) reduced to part-time status 
• Five (5) obtained part-time employment in the sports industry 
o Four (4) stayed in the field part-time 
o One (1) left the field 
• Six (6) had never gained full-time employment in the sports industry 
Full-time employment 
Twenty-one (21) ofthe thirty-two participants gained full-time employment in the 
field of sport management. 
No. Age Gender Education Level Graduation Year 
I 29 M Bachelors 2006 
3 43 F Doctorate 2009 
5 26 M Bachelors 2008 
7 24 M Bachelors 2010 
8 23 M Bachelors 2011 
10 24 M Bachelors 2011 
11 27 M Masters 2006/2008 
12 38 M Masters 2006/2007 
13 24 M Bachelors 2010 
14 28 F Masters 2008 
15 30 F Masters 2002/2007 
16 23 M Bachelors 2011 
17 32 F Masters 2011 
22 24 F Masters 2009 
24 27 F Masters 2011 
25 32 M Masters 2008 
26 26 F Bachelors 2008 
27 31 F Masters 2006 
28 29 M Bachelors 2006 
30 24 M Bachelors 2010 
31 29 M Bachelors 2006 
Table 2. Participants who obtained full-time employment. 
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Ofthose twenty-one, there were thirteen (13) males and eight (8) females. Twenty (20) 
participants had done an internship in college and/or professional sports. The remaining 
participant (Participant 31) had completed an internship with a large-scale sport facility. 
Ten (1 0) participants had earned a master's degree prior to getting their first full-time job 
in sport management (Participants 3, 11, 12, 14, 15, 17, 22, 24, 25, and 27). This included 
three (3) male participants and seven (7) female participants. Seven (7) of the twenty-one 
(21) participants started out in sales positions within sports organizations (Participants 1, 
5, 7, 8, 13, 16, and 30). All seven had an undergraduate degree only. All seven were 
male. Two (2) participants did post-undergraduate, full-time internships in the sports 
industry, one male and one female (Participants 22 and 28). Three (3) of the twenty-one 
participants are now college instructors teaching sport management courses full-time 
(Participants 3, 12, and 15). The full-time college instructors included one male 
participant and two female participants. 
Sixteen (16) participants had obtained full-time sports industry employment and 
remained in the field. This group included eleven (11) male participants and five (5) 
female participants. Nine (9) were employed in professional sports, eight (8) male 
participants and one (1) female participant (Participants 1, 7, 8, 10, 13, 16, 17, 25, and 
30). Four (4) male participants were employed in major league professional sports. Two 
(2) were employed in minor league professional sports, one male participant and one 
female participant. Three (3) male participants were employed in NASCAR and race 
tracks. Five (5) ofthe sixteen were employed at colleges/universities (Participants 3, 11, 
12, 15, and 28). This group included three (3) male participants and two (2) female 
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participants. Three (3) participants in this group were full-time instructors of sport 
management students. Lastly, one (1) female participant was employed at a golf course 
(Participant 22) and one (1) female participant worked for a sports hospitality company 
(Participant 24). 
Of the twenty-one participants (21) who obtained full-time employment in the 
sports industry, three (3) had left the field (Participants 5, 14, and 27). Of those three, one 
participant was male (Participant 5) and two were female (Participants 14 and 27). Each 
had spent at least 3 years in major league professional sports. The time spent in those 
positions ranged from 3 years, 1 month to 5 years, 4 months. Each participant in this 
group had left their sports industry employment by choice. Self-selection to leave the 
sport management position indicated a choice by participants to seek employment in an 
alternate field, and not attrition due to downsizing or budget reductions. Participants 5 
and 27 had moved onto full-time employment in another field, while Participant 14 had 
left the sports industry to attend law school. Each participant in this group discussed 
"lifestyle" of working in sports and their coworkers and coworkers' happiness/attitudes as 
an influence on their own career decisions. Each participant in this group was unsure if 
he/she would return to sports industry employment, but did not rule it out as an option for 
the future. 
Two (2) participants had obtained full-time sports industry employment and 
reduced to become part-time sport employees. Participant 26 (female) and Participant 31 
(male) had voluntarily left full-time sport management positions and later accepted part-
time sports industry roles. Participant 26 had left her position in college sports partly 
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because of an interpersonal issue with her supervisor. This combined with the hours 
required and salary of the position led to her decision. She later accepted a part-time 
position working for a college athletics conference. Participant 31 had left his full-time 
position in sport management to spend more time with his wife and children. He had been 
employed as an overnight facility manager, but felt it was important to transition to hours 
that would allow him to see his family more often. He became a high school teacher and 
accepted an assistant coaching role to remain in sports part-time. At the time of his 
interview, he discussed returning to full-time sports industry employment and asked for 
suggestions on how to best make that transition. Each participant in this group expressed 
a desire to return to sport management full-time. 
Part-time employment 
Five (5) participants obtained part-time sport management employment. 
No. Age Gender Education Level Graduation Year 
4 26 M Masters 2009 
6 42 M Masters 2007 
19 25 F Masters 2010 
21 38 M Masters 2011 
32 25 M Bachelors 2010 
Table 3. Participants who obtained part-time employment. 
Participants 4, 6, 19, 21 , and 32 had each been employed part-time in the sports industry. 
Four (4) male participants remained part-time employees (Participants 4, 6, 21, and 32) 
while one (1) female participant (Participant 19) had left the sports industry. Three (3) 
participants in this group (Participants 4, 6, and 19) had interned in professional sports, 
but zero participants had obtained full-time professional sports employment. Participant 4 
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was a youth soccer club coach. Participant 6 was employed as a part-time college and 
professional scout. Participant 19 had returned to school and was pursuing a second 
graduate degree. Participant 21 was employed part-time as a sports industry consultant, 
and Participant 32 was employed in sport media. Three (3) of the four participants who 
remained in sports expressed an interest in transitioning to full-time employment. 
Participant 19 who had left her part-time position in sports was unsure if she would 
return, but expressed it as a possibility. 
Never obtained sports industry employment 
Of the thirty-two participants, six (6) did not obtain employment in the sports 
industry (Participants 2, 9, 18, 20, 23, and 29). 
No. Age Gender Education Level Graduation Year 
2 29 M Masters 2009 
9 36 M Bachelors 2011 
18 47 F Masters 2011 
20 32 F Masters 2011 
23 23 F Bachelors 2011 
29 23 M Bachelors 2011 
Table 4. Participants who did not obtain sports industry employment. 
This group was comprised of three (3) male participants and three (3) female participants. 
In this group, two (2) participants had interned in college athletics (Participants 18 and 
20), one (1) interned in professional sports (Participant 2), one (1) participant completed 
internships in both college athletics and professional sports (Participant 23), and two (2) 
had interned with sport facilities (Participants 9 and 29). Participant 2 had chosen to leave 
sport management during his internship in professional sports. He did not complete his 
internship and chose to leave immediately and enter an alternate industry. Participants 2, 
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20, and 23 were each working for agencies that handled sports industry clients. This 
allowed these participants to feel connected to sport management without full-time 
employment in the field. Participants 20 and 23 self-identified as sports industry 
employees, but acknowledged they did not exclusively work with sports-related clients. 
Participant 2 discussed his position as involved in the sports industry, but did not 
recognize himself as a sport manager. Given the nature of these positions in advertising, 
public relations, and marketing agencies who work with both sport and non-sport clients, 
these participants were categorized as working in alternate industries. Participant 29 was 
employed part-time for a radio station and part-time at a restaurant. He had become 
distraught with applying for sports industry positions and had decided to seek 
employment in a field where he could earn more money. He planned to become an 
electrician in the next five years. Participants 9 and 18 were unemployed at the time of 
this study. Both were actively seeking employment. Participant 9 was exploring 
opportunities both in and outside the sports industry. Participant 18 was continuing to 
explore sport management employment. Therefore, only two of the six participants in this 
group were unemployed. The four other participants were employed in outside fields with 
three of these participants working in marketing/public relations agencies that handled 
sports accounts. Finally, five (5) of the six participants in this group had graduated in 
2011 from sport management programs. Their recent graduation could have influenced 
their ability to obtain sport management employment. 
In an effort to find commonalities, participants were grouped by employment 
status. Participants were first grouped according to their ability to obtain sport 
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management employment. While some participants were able to find full-time sport 
management employment, others obtained part-time employment in the field. There was 
also a group who were unable to obtain sports industry employment. Within each group, 
gender of participants was discussed. Employment group was a way to categorize 
participants and search for similarities and differences. 
Many participants currently not working in sport management or working only 
part-time in sport management expressed an interest in gaining first employment in, 
going back to employment in, or transitioning to full-time employment in the sports 
industry. Sixteen (16) of the eighteen (18) individuals who do not have full-time sport 
management employment expressed a desire to obtain a full-time position in the sports 
industry in the future. For example, Participant 26 (female, age 26) summarized her plans 
for the future by stating: 
Honestly, at this point, I don't have a dream job. I think I'll always have the hopes 
and dreams of being an athletic director at the high school level in the back of my 
head. I'm not sure that that's the path I'm on right now. My dream job will 
definitely entail working with student athletes directly face-to-face though 
(Participant 26). 
The wish to gain full-time employment in the sports industry was echoed by many 
participants, both those who had never gained full-time employment, as well as those 
who had chosen to leave the field. 
Even participants with full-time employment in another field discussed a desire to 
work full-time in the sports industry. Participant 5 (male, age 26) planned to use his 
experiences in and outside of sport to strengthen his resume to eventually teach sport 
management students. He said, "My eventual goal is, I want to take the sports experience 
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I have, I want take this experience of working for a company in sales on Wall Street, I 
want to hopefully get more management experience in my current role, then take that all 
and go get a masters, and teach with that" (Participant 5). He expressed an interest in 
curriculum planning for sport management students. While Participant 5 had selected to 
leave full-time employment in the sports industry, he expressed a desire to remain 
involved. 
Ofthe eighteen (18) participants not currently working full-time in sport 
management, two (2) are full-time students pursuing an additional graduate degree. Each 
full-time student had an earned master's degree in sport management and elected to 
return to school for an additional graduate degree. Both participants expressed an interest 
in using their backgrounds in sport management and their in-progress graduate degrees to 
eventually move back into sport management. 
Thematic Analysis 
A thematic analysis of the interview transcripts revealed the following domains as 
central to the data: Personal Characteristics, Academic Experiences, Experiences in the 
Field of Sport Management, Internships in Sport Management, and Influence of 
Significant Individuals. A common thread running throughout each theme was 
Expectations. Each graduate of a sport management degree program was influenced by 
his/her expectations for careers, academic experiences, as well as, positions and 
internships in the field of sport management. Additionally, the influence of significant 
individuals, including, families, friends, professors, mentors, and their networks, had an 
impact on the expectations of graduates of sport management degree programs. This 
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paper will now explore the references to Personal Characteristics participants discussed 
during their interviews. 
Personal Characteristics 
The results of interview transcript analysis showed that participants often 
mentioned their personal characteristics as influencing career decisions. , For the purpose 
of this research study, the Personal Characteristics explored were age, gender, previous 
experience as an athlete, perceived differences from peers related to career decisions and 
outcomes, and struggle to decide on a career path. Demographic information about the 
participants was collected during this study was gathered at the end of each interview. 
However, participants discussed age and gender as influencing their experiences within 
the sports industry. Several participants initially discussed their previous experience as an 
athlete as central to choosing a sport management academic program. Experience as an 
athlete gave participants a preview of the sports industry that influenced their choice of 
academic program. One comment that was mentioned repeatedly during interviews was 
the feeling of being different from others. Participants described themselves as different 
from their peers, classmates, and friends because of backgrounds, educations, 
experiences, selection of internships, and choices of sport management subfield. Several 
participants mentioned their perceived differences from their coworkers, classmates, and 
peers as factors that impacted career decisions and choices. Additionally, there are 
examples of participants who indicated that they struggled to decide on a career path but 
eventually chose sport management. 
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Age 
Age is a personal characteristic referenced by participants as a factor that 
influenced experiences in sport management. Participants referenced both being 
perceived as younger and as older than coworkers as influencing career experiences. Age 
and related life stage were also reported as a factor in career decision making. 
Participants who wished to be married and have children were less willing to put in the 
time necessary for a career in the sports industry. Participants reported age as a factor in 
the types of positions they were willing to take. Arguing that with age come more limits 
on the number of hours one is willing to work and the amount of money for that time a 
person is willing to accept. Age was not always a negative factor in sport management 
careers. On occasion, youthfulness was seen as an advantage. 
Age is not something a person can change about him/herself. Participants in this 
study acknowledged their ages as a factor in career experiences. It appeared that both 
being younger and being older than peers influenced sport management experiences. 
Participant 15 (female, age 30) felt that she was judged negatively by coworkers because 
of her young age. She explained that at 23 years old and a director in a: collegiate sports 
environment, there was a perception that she was not knowledgeable about sports. She 
was viewed by her older coworkers as not being ready and able to take on such an 
important role. Conversely, there is a perception that young people may be more suited 
for certain roles within sports management than older people. Participant 12 (male, age 
38) explained that being in his late 30s excluded him from ticket sales and revenue 
generation. He described that as "a young person's game" (Participant 12). He went onto 
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explain that it would be difficult to get hired for a ticket sales position since the hiring 
managers are usually in their mid- to late-twenties. While Participant 15 felt that her 
young age impacted her experiences in the workforce, Participant 12 felt that being older 
than a hiring manager would be a disadvantage to obtaining employment in the sports 
industry. 
As a person ages he/she redefines the personal priorities that lead to career 
choices. Age and life stage influence the amount of time a person has available and is 
interested in spending on work. Participant 5 (male, age 26) explained: 
I remember being 18 and working [in professional sports], 25 and 26 year olds 
would be leaving the organization to either go to other careers, · go back to school 
or for whatever reasons and I never understood. I'm like how do you work your 
whole life to work in sports and want it so bad and they're here, they're doing it, 
they're in these positions. And people always say you get to that point and you're 
kind of burned out, you're ready to start a family, you're ready to make some real 
money. And I guess one day I just kind ofwoke up and I got to that point. It sort 
of surprised myself even (Participant 5). 
Participant 5 explained that as a college student he did not understand the difference a 
few years can make in a person's career priorities. With age, often comes a change in 
family life, specifically marriage and children. The age of this change is likely going to 
be different for everyone, but the concept of family life will influence career choices. 
Participant 31 (male, age 29) was married with children while working the overnight shift 
at a sports complex. He decided that it was not worth it to work in the sports industry, but 
never see his wife and children. He decided his life stage excluded him· from this role in 
the sports industry. 
Age can be a factor in obtaining a sport management position. Participant 18 
(female, age 47) went back to school after years in the corporate world. She explained 
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that age was a factor in her ability to find a job. She illustrated her point by saying, "I'm 
not old, old but I'm not 20 just out of college, and a lot of job ads nowadays they always 
say 'Recent college graduate"' (Participant 18). She felt her extensive experience was a 
disadvantage in the workplace. While she had recently obtained a master's degree in 
sport management, she did not categorize herself as a recent college graduate. She felt 
that those entry-level jobs would not be a good fit for her. 
Age was not always a negative factor mentioned by participants. Participant 27 
(female, age 31) explained that she saw her young age as a positive characteristic when 
she began her career in the sports industry. Beginning her full-time position as a new 
graduate, Participant 27 was younger than her coworkers. She stated, "I think sometimes 
people were a little bit more willing to take you under their wing and just say .. .ifyou 
[were] frazzled about something or upset about something, having some of your older 
counterparts saying, 'Hey, it's all going to be okay"' (Participant 27). In this instance, 
being younger than her coworkers was seen as an advantage for Participant 27. She felt 
that she received more support and encouragement because she was young in the 
workforce. Conversely, Participant 17 (female, age 32) saw her older age upon entering 
the sports industry as a benefit. Since Participant 1 7 had worked in an alternate industry 
prior to attending graduate school for sport management, she was older than her 
classmates who had entered graduate school immediately after completing their · 
undergraduate educations. She explained by competing for internships with classmates 
right out of college, her years of work experience were a positive factor. Participant 17 
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saw her experience outside of sport management was an advantage when she was 
competing with inexperienced classmates. 
Age was mentioned as a factor influencing career decisions of participants. Being 
younger and being older than coworkers was seen as both positive and negative factors 
by participants. While age is not something that a participant can change, it was 
referenced as influential in sport management experiences. Another personal 
characteristic that participants cannot change is gender. 
Gender 
Gender was a topic that was mentioned during a select number of female 
interviews. In general, male study participants did not discuss gender. There were two 
exceptions, one participant mentioned "the guys" at work while another discussed the 
"good ole boys network" as a way to obtain employment. Nine (9) of the twelve (12) 
women interviewed mentioned gender. Gender was a factor that had both obvious and 
subtle influences on participants. 
During an interview for a sports industry internship, Participant 18 (female, age 
4 7) described an interaction that stayed with her more than twenty years later. She stated, 
"In a roundabout way this person basically defined the reason why I want a job with [a 
professional sports team] is so I can sleep with the players. I was totally dumbfounded, 
totally naYve, totally-' I was 19 years old" (Participant 18). This participant eventually 
went into the corporate world, but her love of sports brought her back to the sports 
industry. Despite that interaction as a teenager, she later went on to obtain a degree in 
sports management. That interview stuck out in her memory and resurfaced as a 
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participant in this study. That interaction could be seen as a deterrent to a sports 
management career. As a female being told that she was interested in sports to obtain a 
relationship with an athlete, some women would have avoided the sports industry. 
A feeling of gender discrimination prompted Participant 26 (female, age 26) to 
pursue a career in sports management. She illustrated her story: 
Actually, it kind of goes back to where I was in high school. I was actually quite 
displeased with how the women's teams were kind of being looked upon, at least 
through my eyes at that point. I'm not 100% sure if it was actually true, but with 
the change of an athletic director I felt as though the female teams, specifically 
my ... team which was one of the smallest teams in our high school, we weren't 
necessarily getting the same treatment in terms of traveling. When we traveled 
longer distances we just got stuck with, not even busses, just a nine-passenger 
van. As well as, we had only received one new uniform within, from what I had 
asked the coach, ten years. We had only received one set of new uniforms, and 
that was my senior year (Participant 26). 
She went on to explain that her personal feelings of inequality as a female athlete were 
her catalyst for choosing sport management in college. This experience was -not as a sport 
manager, but did prompt her desire for a career in this industry. Participant 26 pursued a 
degree in sport management to eventually become an athletic director and prevent 
inequalities in the treatment of athletes by gender. 
Similarly, Participant 19 (female, age 25) illustrated her perspective as an 
employee in professional sports who dealt with gender inequalities. She was reluctant to 
provide specific information about her experiences, but with the promise of anonymity 
she was willing to share her story. She explained that in other areas of business, human 
resources would protect employees from discrimination, but due to the high profile and 
prestigious natures ofthe sports industry, these issues were overlooked (Participant 19). 
She described a situation where a woman's physical characteristics were the basis of 
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employment and that it was expected that male athletes would comment without 
reprimand (Participant 19). She went onto explain that she personally was not offended 
by any male athletes but had seen others experience it (Participant 19). While she was not 
personally discriminated against because of her gender, she had witnessed others become 
. a victim to it. She seemed to accept it as a part of the field. In a male dominant 
environment like the sports industry, the idea of gender as a factor in employment is not 
unusual. 
The concept of a male dominant environment was described by a few study 
participants. Participant 27 (female, age 31) described a "boy's club mentality" that 
existed with some teams but was quick to explain that she was sure every team is 
different. She was reluctant to generalize her experiences as typical in sport management. 
Participant 15 (female, age 30) reinforced this point by stating: 
There was this perception of there's this good ol' boys club if you will and 
obviously my gender doesn't qualify me for that club. But if you're not going to 
go out and have drinks and be social and talk up to the administration there 
seemed like there was limited opportunities toward advancement (Participant 15). 
It is possible that gender was not the only factor that caused individuals to socialize more 
with coworkers than others. The perception was that a "good ole boys club" was the 
reason. Participant 15 went onto explain that a male counterpart was promoted, which 
changed her reporting structure. This change led to her exploration of other career 
opportunities. She was disappointed in the organizational change, which blocked her 
ability to receive a promotion. Participant 8 (male, age 23) explained networking and 
seeking a job in sports as a "good ole boys network". While he may not have expressly 
meant to exclude women, the use of this phrase does indicate a male dominant 
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environment. The concept of a good ole boys network to obtain sports industry 
employment could pose a disadvantage for women in the field. 
Women are a minority in sports. With the sports industry being dominated by 
males, it is bound to have an impact on sport managers. Participant 15 (female, age 30) 
struggled with being a member of a minority in sports. She explained that the majority of 
her coworkers were men and talked about the effect it had on her experiences: 
There's not many females that I think work in sports, you know, especially the 
higher levels of administration, and that's something that I struggled with. As a 
director of athletics marketing for however many years, about six years, and I 
never had a good female role model to look to. So I wanted-- thinking about 
getting married, having children, and how do you balance everything together and 
I never had that one person that could say oh wow, you know, that person, yeah, 
they figured out. They did a great job being a good wife, being a good mother, 
and then still meeting the demands and especially the time demands of the job. So 
that was one thing that I struggled with if you will (Participant 15). 
The time demands of working in college athletics from events at nightto games on the 
weekends made it difficult for Participant 15 to imagine being a good wife and mother. 
The impact of hours worked on sport managers will be discussed later in this chapter. 
Gender was discussed by participants as influencing experiences in the sports 
industry. These experiences both positively and negatively impacted career decisions of 
participants. Participants discussed being part of a minority in sport management and its 
effects on their careers. Another personal characteristic that influenced study participants 
was previous experience as an athlete. 
Previous experience as an athlete 
Previous experience as an athlete influenced participants to choose sport 
management as an academic program. All participants in this study (n=32) indicated 
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previous experience as an athlete with many referencing that as the reason for selecting 
sport management. Experiences discussed ranged from recreational and competitive 
youth sports to collegiate athletes in NCAA Divisions I, II, and III. Previous athletic 
experience was a factor in academic and career decisions of study participants. Athletic 
experiences, directly and indirectly, lead to the decision to pursue a degree in sports 
management. 
For some, sport management was a way to stay involved after an athletic career 
ended. Participant 31 (male, age 29) explained, "I felt that it was going to give me a 
way ... you know, I grew up playing sports, it was going to give me a way of being 
involved with it without necessarily participating or playing a game itself'. The desire to 
remain involved in some way lead participants to choose this career path. Participant 31 
was not alone. Participant 32 (male, age 25) reinforced this reason for choosing sport 
management as a major. He said: 
I'd played sports growing up, all my life, and I wanted to do that in some way. I 
knew I couldn't be in an office job. And I when I heard about the opportunities 
that they had [in sport management] I thought that would be the perfect kind of fit 
for me (Participant 32). 
Study participants wanted to remain involved, and sport management education gave 
them a way to do so. 
Youth sport participation was mentioned as a catalyst for sport management 
careers. As Participant 24 (female, age 27) explained: 
I started playing when I was about seven. I did softball, swimming; I basically 
played every sport you can think of, and then as we got older, I played softball 
seriously, year round, starting in middle school and high school, and still play 
recreationally in an adult league, as well as volleyball. 
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Her love of athletic pursuits influenced her choice of career in the sports industry. 
Playing careers may not last very long. Participant 12 (male, age 38) described the first 
time someone told him he was going to be better off on the administrative side of sports: 
I was in 8th grade and I went to the big Catholic high school basketball camp. 
And the coach said to me, 'Hey, I'd love to have you here at this high school, but I 
hope you know you have a much greater chance as a manager and not as a 
player'. The 8th grade 'me' was really offended, but he was right (Participant 12). 
Opinions on the appropriateness of discouraging youth sport participation aside, this 
study participant knew before high school that his best chance of long-term athletics was 
as a manager, not an athlete. He chose sport management education as a way to remain 
involved in something he loved, but knew he did not have a future as an athlete. 
An injury can force an athlete to leave a sport he/she loves. Sport management 
programs were a way to prolong involvement in sports. Participant 30 (male, age 24) was 
considering a collegiate baseball career until a shoulder injury sidelined his plans. He 
decided playing through the pain was not worth it and became the football team manager 
to stay involved (Participant 30). He explained a sport management education as a natural 
choice for him. It gave him a way to remain in sports, but he was not in pain or risking 
further harm to his body (Participant 30). Participant 30's athletic career ended earlier 
than planned. Other participants were competitive athletes for much longer. 
As competitive athletes realize their long-term future may not include sport 
participation, they feel a need to make alternate plans. As Participant 10 (male, age 24) 
demonstrated: 
I guess you always have the idea that you want to be in sports, or like any young 
boy or girl's dream you want to play professionally. I've always been involved in 
sports, but after probably half-way through my college career of playing football 
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you kind of get the idea that maybe, you know, like anything else you got to start 
to think long-term instead of that, so I figured before I even got into college I 
wanted to be in sports, so that's why I decided to pursue a degree in sports 
management (Participant 1 0). 
Realistic plans for the future were important to this study participant. Sport management 
education gave him an opportunity to stay in a field he loved his whole life. 
A select few study participants were competitive athletes. Participant 21 (male, 
age 3 8) traveled around the world as part of a world-class athlete program. He chose a 
sport management education after his athletic career concluded because it was something 
he loved. Many athletes devote countless hours to sport participation. Participant 11 
(male, age 27) explained that his Division I athletic experience aided him in sport 
management. He illustrated that his playing experience, "kind of helped. Again not only 
with the professors, but being around college athletics growing up ... so [if] I wasn't 
doing something sports related then I really wasn't really doing a whole lot of anything" 
(Participant 11 ). Study Participant 10 (male, age 24) gave up a year of college eligibility 
to pursue his dream of working in the National Football League. As he explained: 
I had to make a decision whether I was going to go back and play or if I was 
going to try to continue to try to do my dream of getting a job in the NFL and so 
what I overall decided to do was forego that extra year of eligibility ... I played 
sports and particularly football since I was five years old, so playing for nearly oh, 
how many, about 18 years of football, and living, breathing, and dreaming of 
playing football your entire life, obviously you have to be the reality that sets in 
and so when you're looking at [it] from a short-term/long-term standpoint, I 
understood that obviously I only had another year that I was really going to play 
and I also knew that if I continued on the path that I was doing I had a very good 
shot at possibly making it something I'm going to do for the next 40 to 50 years of 
my life. So initially I was kind of upset about the fact that I was going to have to 
give up that extra year because I really wanted to try to pursue a goal of winning a 
national championship just like anybody else, and we had a pretty good team, but 
I also wanted to look at the standpoint that I'm working for the organization or 
had the ability to possibly get a job with the organization that I grew up [a fan of] 
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my entire life and it takes a really lot of, I guess the best way to put it, it takes a 
lot of work to get to where you're at. And not a whole lot of people ... get this 
opportunity. So I didn't want to pass that up, so I went ahead and continued on 
the path that I was [on] ... So as time goes on if things continue the success I will 
probably forget the heartaches of making that decision and giving up football 
(Participant 1 0). 
While it was a difficult decision at the time, he expressed satisfaction with his choice to 
forego his athletic career for his sport management one. 
Participants found their background in athletic participation mixed with business 
was a good fit. Participant 30 (male, age 24) stated: 
Well, for me I had actually spent my whole life around sports, so that's where 
everything started. And I just started to think, how can I be in sports for the rest 
-to do a program and stay with sports as long as I decide to have a career? And 
as I was having that thought process I was developing an interest in the business 
world and realized that I could mix the two and work with sports management and 
have a career in sports that way, so that's what I did (Participant 30). 
The mix of sport and business was appealing to many participants who wanted a stable 
career but felt the need to incorporate something they loved. 
Previous experience as an athlete influenced many participants to pursue degrees 
in sport management. Whether positive or negative, youth sport or competitive athlete, 
the participants in this study referenced athletic participation as a primary stimulus to 
pursue sport management as a career. 
Perceived difference from peers 
When discussing career decisions and choices, participants in this study 
mentioned feelings of being different or unlike their peers. This perceived difference was 
mentioned often enough to warrant status as a theme for participants. It is unclear 
whether these participants were actually different from their classmates, coworkers, and 
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peers or if it was their perceived differences that influenced career choices and decisions. 
The feelings of being different were related to personal characteristics, selection of a 
college and/or major, decisions on a career path, sport management subfield, sport 
management experiences, or plans for the future. The examples below illustrate these 
findings. 
Participants in this study mentioned feelings of being different from others as 
related to their personal characteristics. Participant 27 (female, age 31) had overt feelings 
of being different. She explained, "I think with me it was a little bit different. I think I 
already knew that it was always what I wanted to do ... I played sports growing up and 
then just always kind of had a talent for writing" (Participant 27). Her perception of being 
different from her peers stemmed from feelings of knowing her career path and her 
personal strengths. She determined that was atypical compared to others. Participant 24 
(female, age 27) described her proactive nature as being different from others. She 
explained her tactics to seek employment in the sports industry. She would take 
responsibility to search for positions and make contacts industry instead of waiting for 
positions to be sent to her (Participant 24). She felt her independence and drive made her 
different from her peers. She used these qualities to seek out sport management 
employment. Participant 21 (male, age 38) felt that his entrepreneurial side made him 
different. He did not want to pursue the same career paths as others; he had a desire to 
find his own way. He repeatedly mentioned that he was different from his peers. He 
seemed proud of his perceived differences from others. Participant 18 (female, age 47) 
felt that her action-oriented nature made her different. She explained, ''I'd rather be more 
102 
productive elsewhere than sit there and not do anything and not be productive. I'm a self-
starter. I always take the initiative" (Participant 18). Her proactive style influenced her 
experiences as an intern in a college athletic department. She was always searching for 
new tasks and ways to stay busy. She completed two internships at once in order to stay 
busy. Participant 9 (male, age 36) also described himself as different from his peers. He 
had family obligations that caused him to work right out of high school (Participant 9). 
His personal experiences as an older undergraduate student made him feel different. His 
experiences in sport management and in life caused feelings of being different from his 
peers. Participants in this study identified personal characteristics that lead to feelings of 
being different from their peers. The participants also mentioned decision making as 
causing feelings of being different. 
Selection of an academic major can cause an individual to feel unlike his/her 
peers. Participant 29 (male, age 23) felt that his choice of sport management as a program 
of study was different. He held the opinion that sports management was an uncommon 
program when he was selecting a college in 2007 (Participant 29). As previously 
mentioned, sport management programs have dramatically increased in numbers in recent 
years. Despite whether this is an actual or a perceived difference, the selection of an area 
of study made this individual feel different. Additional choices have led to feelings of 
difference. 
The act of deciding on a career path caused participants to feel different from their 
peers. Participant 32 (male, age 25) felt that the field of sport management and his choice 
to go into this industry made him different. He explained: 
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I mean everywhere you go, any field you go into you start at the bottom rung and 
you have to work your way up. But there was always kind of like an undertone 
that sport management was a little different in the field, because the pay was 
going to be a little less and the hours were going to be a little longer ... When you 
get out of school it's not like the jobs are out there; they'll come to you. It's tough 
out there ... But it's one of the things that you do because you love it. But they 
didn't give you that ominous view of it that it's going to be really tough and you're 
really going to have to be committed to it to stick with it (Participant 32). 
He felt that the field of sport management was unlike any other field and warranted a 
different type of preparation for students who would like to try sport management. 
Participant 27 (female, age 31) said that the reason she chose sport management was 
because it was fun and different. She explained, "I think ... it's fun, because it's different. 
Because of the opportunities you can be afforded through a sports career and some of the 
perks are pretty incredible and I think you've got to just remind yourselfthat" (Participant 
27). These participants felt that the field of sport management was different and allowed 
for experiences unlike others. Participant 12 (male, age 38) was a non-traditional student 
and selected sport management as an adult after a few failed attempts at college when he 
was younger. He used his past experiences with failed professional sports teams to inspire 
students to be willing to fail and try new things (Participant 12). He illustrated his point 
by saying: 
What I have done when I didn't know what I was doing, when I was floundering, 
has turned out to be some of the most valuable experiences of my life. I folded 
three franchises in three years ... , and I was part of those things failing. And that 
has made me such a better sport management instructor/professor than I ever 
would have been had I just been making copies somewhere in the big four. And I 
made a ton of mistakes (Participant 12). 
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His personal experiences, both success and failures, have combined to set him apart from 
his peers. He uses his personal experiences to be a better instructor to sport management 
students. 
Selections of a sport management subfield lead participants to feelings of being 
different from their peers. Participant 32 (male, age 25) explained that he perceived his 
choice of sport management subfield as different. He discussed, "I went on a different 
path than most people in the sport industries program. I'm working in sports talk radio 
now, so I kind of went off the path a little bit" (Participant 32). It is the perception of 
being different that is notable. It is unknown if sports radio is actually a different area of 
sport management than most others selected. Participant 21 (male, age 38) felt that his 
background in endurance sports and his desire to work outside of professional team 
sports made him different from his peers. He discovered the first day of his graduate sport 
management program when the instructor asked who wanted to work in professional 
sports that he was different (Participant 21). He told his professor: 
I want to work in sports, but I don't want to work necessarily in the way that 
everyone else does. I want to find my own way. It might be an event or it might 
be in a nonprofit way. But to say that I want to work for a professional sports 
franchise, I don't necessarily want to do that (Participant 21). 
He felt that by selecting an area outside of traditional professional team sports, he was 
different from his classmates. Participant 20 (female, age 32) never envisioned working 
in professional sports either. She always saw the corporate side of sports as being her 
focus (Participant 20). Her previous work experience in public relations for a technology 
company may have led to this choice. Since sport management was her second career, 
she described her background and expectations as different from her classmates. 
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Participant 11 (male, age 27) combined his mechanical background and his love of sports 
to decide on sport management. He explained that once he discovered facility 
management as a sport management subfield, he knew it was the right path for him 
(Participant 11 ). The option to select sport management subfields has led to feelings of 
being different from others. Additionally, the experiences that participants have in the 
field of sport management made them feel unlike others. 
Sport management experiences, both successes and failures, have led to 
participants' feelings of being different. Participant 24 (female, age 27) completed a 
fellowship with a professional team and explained that it was different from other 
positions. She explained the rotational program that was established by a graduate of her 
university made it different from other fellowship programs (Participant 24). This 
program did not commit interns to one department for a semester, season, or year. This 
program allowed students to get a variety of experiences. This caused Participant 24 to 
feel different from other students and graduates of sport management degree programs. 
Participant 18 (female, age 4 7) explained that her supervisors did not have much time for 
her during her internships. She perceived that other internships provided more 
experiences for individuals than she received at her internship (Participant 18). This 
feeling that her supervisors were not teaching her as much as she could be learning led 
Participant 18 to feel that she was different from her classmates. 
Some experiences in sport management are unusual. Participant 17 (female, age 
32) applied for a volunteer position and ended up the assistant general manager for a 
professional soccer team. It is uncommon for an individual to apply to be a volunteer, and 
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instead get offered a front office high-level management position. This feeling of being 
different was clear to Participant 17 after her quick rise up the corporate ladder. She 
described herself as very fortunate for the experiences she had. Participant 11 (male, age 
27) perceived his internship experiences as different: 
Obviously I had this unique situation in that I was placed in that internship 
through a connection of mine, from a family connection, so I was the only intern 
in that office. I wasn't really treated like an intern. I was given responsibilities of 
a full-time employee, which I think was essential for me to be able to grow and to 
be able to take on duties. Obviously I did all the small-I wrapped t-shirts. I 
folded table tents, all that good stuff. But certainly there were times when I was 
doing things that were certainly well out of the realm of what would be defined as 
an internjob, which again, helped me to grow (Participant 11). 
The use of networking in sport management will be discussed later, but this participant 
felt that his experience in obtaining and working in an internship was different from 
others. He described his experiences as superior to typical internship duties. Participant 
10 (male, age 24) felt his experiences as an intern in community relations were unique as 
compared with his peers who interned in other departments. He determined that 
departments like ticket sales were much bigger and gave interns a different experience 
than he received in the small department of community relations (Participant 1 0). 
Participant 7 (male, age 24) felt his experience as a full-time intern in professional sports 
during his senior year of college made him different. He perceived other schools as not 
allowing their students to take a full semester off-campus to complete internships. This 
perception made him feel different from his sport management peers. It is noteworthy 
that many participants completed full-time, off-campus internships as part of their sport 
management education program. This did not appear to be a unique occurrence but to 
Participant 7, he was unlike his peers. Participant 7 also felt that the organization he was 
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working for was unorthodox and non-traditional to add to his unique experiences. 
Participant 5 (male, age 26)'s experience as a successful salesperson made him feel 
different. He saw being a top seller as an opportunity to communicate more with the 
management of a team (Participant 5). His success in sales caused him to feel different 
from his coworkers. 
Experiences in sport management have led participants to feel different from their 
peers. Participants described feelings of being different from peers in selection of sport 
management, choice of sport management subfield, experiences in internships, and 
among positions in the sport management workplace. Whether these experiences were 
actually unique was not determined, but the perception of difference from peers was 
noteworthy. 
Struggle to decide on a career path 
Participants reported initially struggling to decide on a career path. During the 
process of selecting an academic major and making career decisions, participants in this 
study referred to a struggle to choose a field of study. Several participants mentioned 
when selecting sport management as a major, they felt unsure of their decisions. It 
appeared their love of sport influenced that choice. Additionally, participants who had 
worked in sport management and left the industry mentioned struggling to decide on a 
future in sport management. 
Students can enter college without a chosen major. Participants in this study used 
that time to decide on sport management as a field of study. Participant 7 (male, age 24) 
examined how he decided on sport management, he said: 
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At the time I had no idea what I wanted to do, not at all, and then I knew I had to 
get a major. I thought my communication skills were pretty good and was maybe 
I'll do communications. And took a class, didn't like it, and then I saw that. .. I 
didn't even know sport management existed and then I saw a class, and I said, 
'Wait that's a major; sounds awesome', because I enjoyed sports and I followed 
sports. And I was mixing something I loved and a major in business- that's 
awesome. So I took an entry sport management class and immediately I was 
blown away (Participant 7). 
He did not know sport management existed until he happened upon it in a course listing 
program (Participant 7). Once he learned about the program, he knew it was the right fit. 
Participant 11 (male, age 27) fell into sport management after entering college as a 
history major. He thought his background in electrical and mechanical work would be a 
perfect fit for a career in sport management as a facility manager. Participant 13 (male, 
age 24) had a similar experience. He was unsure of his career path, but discovered sport 
management at freshman orientation. Participant 15 (female, age 30) echoed other 
participants comments. She explained: 
Well, as an undergrad I was kind of struggling a little bit to figure out what was 
the perfect major for me. What did I want to do with my life? I guess a lot of 
students struggle with that. And I realized I liked the idea of working behind the 
scenes in sports and I figured if I can couple that with my writing skills I thought 
all right, well, I'd love to work for like a media relations department then for a 
sports team. So I just sort of stumbled into it if you will (Participant 15). 
She combined her skills in writing with sport to decide to be a sport management major. 
Participant 23 (female, age 23) indicated a struggle to choose a major and after exploring 
other options decided on sport management. She was unsure of what her future would be, 
but enjoyed the classes and selected the program (Participant 23). The selection of a 
college major appeared to be a difficult choice for some sport management majors. 
Not all participants knew while in college what their best career path would be. 
Participant 12 (male, age 38) was thankful for the time he spent unsure of his career path. 
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He began his college career as an international affairs major; however, he spent the 
majority of his time working in the athletic complex (Participant 12). After unsuccessful 
attempts in college, he worked in various jobs. It was years later that he discovered a 
sport management education program. He felt that those experiences helped make him 
who he was today. He felt that he needed to initially struggle to become a better sport 
manager (Participant 12). 
Finally, three females who left positions in the sports industry reported feelings of 
being unsure if they would like to return. Participant 14 (female, age i8) was struggling 
to decide if she wanted to return to sport management after graduate school or work in 
another industry. She was weighing her options to determine the best career path. She 
was unsure if getting experience outside of sport management would be more beneficial 
to her long-term career plans than entering the sports industry immediately upon 
graduation. She was considering working outside of sport management for a few years to 
be able to enter back into the industry later on. Participant 19 (female, age 25) was in a 
similar position; she was unsure which way her career would go once she graduated. Her 
advanced degree would open up options, and while she was interested in sports, she had 
not decided on a career path. Participant 27 (female, age 31) had worked in the sports 
industry, but was unsure if she would seek out future employment in the field. She was 
considering her options in many industries to decide the best fit for her future. 
Personal characteristics have led study participants to make career decisions and 
choices. The personal characteristics of age, gender, previous experience as an athlete, 
perceived differences from peers, and struggle to decide on a career path, influenced the 
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career decisions of study participants. Personal characteristics had both positive and 
negative impacts on the choices of graduates of sport management education programs. 
Next, this study will explore Academic Experiences of participants and the influence 
those had on career decisions. 
Academic Experiences 
All participants in this research study shared a common educational experience. 
Each participant had an earned degree in sport management. The institutions granting 
sport management degrees varied, with twenty-one colleges and universities represented 
in this study. Additionally, participants' highest degree completed varied. Participants 
had earned bachelors and masters degrees, and one participant had an earned doctorate. 
Experiences described by participants included, both perceptions of beneficial and not 
beneficial academic training programs. 
Perceived sport management education as beneficial 
Graduates of sport management degree programs have differing opinions on the 
benefits of a sport management education. Participants who believed their education was 
beneficial and helpful for their careers are mentioned in this section. Benefits of sport 
management education reported included real world expectation setting, exposure to a 
variety of career options in sport management, helpful courses, experiential learning 
opportunities, job skills, supplemental applied experiences, and networking. 
Sport management education programs gave participants valuable preparation for 
life after college. Participant 31 (male, age 29) explained that his undergraduate program 
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often discussed what would happen in the real world. He felt that his education prepared 
him for life after college, when a student cannot rely on text books (Participant 31 ). He 
said: 
College is the next step and then after college the workforce is reality and things 
are real there, they happen, not just like you're reading it in a book. You've got to 
make decisions split-second. You've got to make important decisions. You've got 
to do things for what you feel is right and then whether you think they're right or 
not, if your boss thinks it's right or not then you've got to answer to the 
consequences. So I feel that they prepared us very well for that, within the 
coursework and deadlines and procedures in the classroom and they held us 
accountable (Participant 31 ). 
This participant felt his sport management education program prepared him well for life 
after college. He was required to act like a professional and be accountable in his 
education, which taught him how to prepare for the workforce. 
Participants often used terms like real world, reality, and real life when discussing 
sport management education preparation. Participant 26 (female, age 26) confirmed her 
program's focus on realities in sport management. She praised her professors for 
providing realistic expectations for the hours required in sport management (Participant 
26). Without professors providing this student with an understanding of the realities of 
the workforce, she may not have been prepared for her future career. Participant 27 
(female, age 31)'s program also mentioned realities of sport management work. She 
explained that her program: 
from the start just tried to really push us out there and get us networking and just 
say that this is not going to be easy ... they didn't really sugarcoat anything and just 
tried to drive the point home. This is not going to be easy and tried to throw some 
of the hard realities out there pretty early (Participant 27). 
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In this program, the realities included the importance of networking and the difficulties of 
finding sports industry jobs. Participant 24 (female, age 27) reflected that her program 
was great at expectation setting for her future career. The professors and the classes 
reinforced the idea that jobs would be hard to find and it would take some time before the 
students found the right position for them (Participant 24). The time needed to obtain 
sport management employment was expressed in her sport management education. 
Participant 20 (female, age 32) explained that her program was: 
really good about making sure people had realistic expectations of how hard it is 
to get a job in sports and showing that you have to work. .. So I think they were 
pretty good about setting those expectations in the first class, right off the bat 
(Participant 20). 
This participant's sport management program began by explaining the real-life examples 
of the sport industry as a way to help prepare students. 
Sport management education programs helped participants explore options for 
careers in sport management. As previously examined, the sports industry has a variety of 
career options available to graduates. Participant 30 (male, age 24) explained that his 
program guided students to see the variety of sport management positions available. This 
program told students that everyone would not become general managers or head 
coaches, and helped students explore the variety of opportunities available (Participant 
30). Participant 17 (female, age 32) learned in her sport management program about the 
breadth of opportunities available in the field of sport management. She learned that 
being a sports agent or coach were not the only opportunities available to graduates 
(Participant 17). This helped Participant 17 examine her personal goals and seek 
employment after graduation. While sport management education programs helped 
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graduates to see the variety of career options in sport management, individual classes 
were also mentioned as being beneficial. 
Participants in this study mentioned specific courses with perceived career 
benefits. There were a variety of courses mentioned by participants. Participant 20 
(female, age 32) felt that courses in marketing and leadership were most beneficial in her 
current role. Participant 8 (male, age 23) was surprised at how useful his courses in 
finance and accounting have been since he graduated. Participant 24 (female, age 27) 
mentioned classes in leadership, marketing, and budgeting that were most helpful in her 
career. Participant 4 (male, age 26) had used his event planning courses the most since 
graduation. While Participant 23 (female, age 23) described courses in marketing and 
legal studies that were the most interesting during her sport management program. 
Courses perceived as beneficial may vary based on current careers; however it is 
interesting to note the variety of classes specifically mentioned by participants as useful 
after graduation. 
Learning in sport management education programs is not limited to lecture-style 
courses. Experiential learning offered in sport management programs have been 
identified as helpful in the workforce. Participant 27 (female, age 31) described her 
graduate sport management education as some theory classes with a few key experiential 
learning classes that really helped apply those theories. She took courses in applied sales, 
event management, and market research that have proved helpful in her career 
(Participant 27). The experiential learning courses allowed participants to add to 
traditional classes with hands-on experiences. 
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Besides the applied sport management knowledge, participants learned skills to 
help them in their future careers. Participant 28 (male, age 29) learned communication 
skills that he used in his current sport management role. He explained that being able to 
communicate and work with different types of people was learned in college and helpful 
in his current position (Participant 28). His sport management education taught him this 
additional skill that he deemed useful in everyday life. Participant 5 (male, age 26) 
mentioned that his program prepared him to be a professional above all else. Those 
professional skills he learned during his undergraduate sport management education have 
helped him in his career. Sport management education programs have taught participants 
skills beyond the specific sports industry knowledge. 
When participants were beginning careers in the sports industry and did not have 
much work experience, the sport management education they received was helpful. They 
used their educational training as support while gaining sport management experience. 
Participant 27 (female, age 31) noted that she drew on her academic background when 
beginning her career. It was helpful to reference textbooks and notes from class while 
navigating the sports industry (Participant 27). She had little work experience to draw 
from; therefore her education was beneficial in the workplace. 
Networking was mentioned repeatedly during interviews for this study. While 
networking will have its own section later in this chapter, it is important to note that 
participants mentioned networking as a benefit to their university education program. 
Networking and the alumni database of sport management programs led participants to 
declare the programs as beneficial. Participant 24 (female, age 27) felt that her university 
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and their associated network was more than helpful as she pursued a career in sport 
management. She was able to call upon fellow students and alumni when job searching 
(Participant 24). This instant network of professionals was a perceived asset of her sport 
management education program. Participant 23 (female, age 23) explained that professors 
and alumni resources were available to students. Participants used networks and alumni 
databases to seek internships, employment, or contacts in a given sport management 
company. 
Many participants mentioned the perceived benefits of their university education 
program. The amount participants used their sport management educations varied by 
individual. Participant 17 (female, age 32) felt very fortunate that she was using her sport 
management education daily in her current position. Not all participants reported daily 
use of their sport management education, but that did not deter from the perceived 
benefits of the education. 
Perceived sport management education as not beneficial 
While many participants expressed the benefits of their sport management 
education, others deemed their education as not beneficial in their current careers. The 
reasons participants argued their sport management education programs were not 
beneficial varied. Examples mentioned include a desire for more realistic expectation 
setting, feeling their education was not helpful for career training, regret over the classes 
taken, feeling that internships were more valuable than coursework, and a desire to 
change past decisions. Some participants in this study expressed concern over the lack of 
perceived benefits from their sport management education program. 
116 
Participants illustrated a desire for more adequate preparation for careers in the 
sports industry. Participant 15 (female, age 30) wished that her sport management 
education program had been more realistic with her about what to expect in the sports 
industry. As Participant 15 explained where she felt her education was lacking: 
a lot of its advice that I never got as a student. It requires a lot of patience and it 
requires having a lot of experience .. .I had done one internship with a minor 
league baseball team the summer before I graduated college and I thought I was 
ready to take on the world ... And so I want you to blow me back down to earth 
and told me one, that's not the case, and two, you're not going to make a lot of 
money doing this .. . So I wish someone told me about what's realistic with money, 
what's realistic about getting that full-time job out of school. There's thousands of 
people that are trying to get the same exact job (Participant 15). 
She discussed that more explicit instruction would have been beneficial as a sport 
management student. She perceived her sport management education as lacking the 
necessary preparation for what she would encounter in the workforce. Participant 15 
argued that realistic expectation setting would have been beneficial and more adequately 
prepared her for the realities of the sport management workforce. Participant 18 (female, 
age 47) also mentioned that her academic program could have prepared her better for 
what to expect in the sports industry. She explained that she did not realize it would be so 
difficult (Participant 18). She had expected to have an easier time finding full-time 
employment in the sports industry. More education about the realities of the sports 
industry workforce could have led to better preparation of graduates. Participant 19 
(female, age 25) thought her education lacked directions for how to obtain a job in the 
sports industry. She discussed that graduates did not know how to find employment or 
have upward growth in the sports industry (Participant 19). She explained that more 
explicit instructions for job searching and advancement in the sports industry would have 
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been beneficial. Participant 32 (male, age 25) agreed. He described feeling his university 
needed: 
to institute a class or a seminar for seniors, second semester about what to expect 
in the real world. When you get out of school it's not like the jobs are out there; 
they'll come to you. It's tough out there. They need to give you a real world class 
on what it's going to be like (Participant 32). 
This preparation would have been beneficial during sport management education. He 
explained that more explicit preparation for the realities of the sports industry would have 
been helpful. Participant 29 (male, age 23) had this information presented to him as a 
senior, and he argued that his sport management education program should have provided 
more realistic statistics on the chances of obtaining a job in sport management. He was 
presented information on the job placement rate in the months before graduation, but 
reflected that it would have been more helpful earlier in his collegiate career (Participant 
29). His university showed graduating seniors statistics on the difficulty of obtaining 
sport management employment, however, Participant 29 believed that this should have 
been presented before his last semester of college. Other participants never received the 
statistics on the availability of sport management positions. Information on career 
statistics presented earlier would have benefited Participant 29 and other participants who 
could have had more information to draw upon when making career decisions. 
After completing a degree in sport management, some participants mentioned the 
realization that their education was not helpful. Participant 2 (male, age 29) expected that 
his graduate education in sport management would have been more helpful. He said: 
I don't need to even go to college to get a ticket sales job, so I guess I was 
expecting a little bit more- to be taken a little bit more seriously ... But I would 
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say it still hasn't helped me yet... I'm not sure my master's has paid off yet 
(Participant 2). 
He expressed disappointment that his sport management education had not been more 
helpful in his career. While Participant 2 argued that he did not need a college degree to 
work in sales, other participants believed that their universities needed additional sales 
training to prepare sport managers. Participant 5 (male, age 26) described his education 
as missing the preparation he needed for a sales position. He explained that he: 
never took a sales course. And I think that's an area that's extremely lacking 
across all business schools and sports management programs. There's no sales 
course, and I'll tell you why, because for every sports team while there's one 
marketing coordinator and one public relations coordinator and one community 
relations coordinator, which are the entry level positions, there's usually 30 sales 
positions that are entry level sales positions. So I really wish that I could have had 
a course on sales acumen and sales skills, because that would have been so 
valuable for that last role and in my role now (Participant 5). 
He mentioned that his sport management education did not prepare him as much as it 
could have. He wanted to propose sport management programs add a required sales 
course to its curricula. Participant 30 (male, age 24) agreed that a sales training course 
was needed. He illustrated: 
that with so many individuals breaking into the sports industry through ticket 
sales, it would probably be a good idea to have a class designed around ticket 
sales. How to sell over the phone, how to sell face to face, and I think that's 
needed (Participant 30). 
His proposal would increase the amount of preparation sport management students were 
receiving for sales roles in the sports industry. Meanwhile, Participant 22 (female, age 
24) descr,ibed her education as partially preparing her for a career in sport management. 
She explained that while some courses were helpful, the sport management subfield she 
selected was more specific than her education had prepared her for (Participant 22). She 
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also explained that she was not fully prepared for the sport management workplace. A 
perceived lack of adequate preparation led participants to feel that their university 
education was not beneficial. 
While some participants placed blame on their universities, others accepted 
responsibility for the lack of perceived benefits. Participant 9 (male, age 36) wished he 
had taken different electives during his undergraduate program. He illustrated this 
opmwn: 
Thinking back on it I actually think I would have just taken different courses. I 
mentioned I took a web design class in school which actually introduced me to 
Photoshop, and how to use Photoshop ... I wish I would have maybe taken another 
class instead of- the major at the University was very open with electives-
even though it's a sports management major they allowed you to take electives, so 
you could sort of focus on what you were maybe more interested in. For example, 
I focused on facilities management. Looking back I wish I would have maybe 
taken a couple of more classes dealing with computer science. That I think would 
have actually transferred well into sport management because manipulating a 
database, which could be a list of your clients or that you want to have particular 
stuff that you want to focus on. That kind of stuff (Participant 9). 
He wanted to change the classes he took to improve the sport management education he 
received. Participant 9 reflected that his sport management education would have 
provided him more benefits and career preparation if he had taken different courses. 
Participants discussed their sport management educations as a start towards career 
preparation. These participants expressed that traditional schoolwork was not the only 
way to learn about the sports industry. Participant 10 (male, age 24) reflected that 
education would only: 
get you so far, but there's a lot of stuff that is in a book that's not going to teach 
you how to get to this point, so as much as I would love to say that my sports 
management degree helped me fully with getting this job ... You have to know 
120 
how to obviously have some common sense with a lot of things that obviously a 
book's not going to tell you (Participant 1 0). 
He mentioned that his education was a base, but did not teach him everything he needed 
to obtain or remain employed in the sports industry. 
Participants expressed opinions that internships were as, if not more valuable 
than, their sport management educations. Participant 27 (female, age 31) agreed that 
internships were where students learned more, but continued "I think the degree was 
great, it's always good to have the master's degree on your resume, but I don't know if 
there's anything that's ground breaking I learned there, that really stuck with me". She felt 
her education was good to have, but could not illustrate any specific skills she learned in 
her sport management education program. Participant 14 (female, age 28) discussed her 
education as not as beneficial as internships and real world experiences. She described 
that she was unsure if any class really helped prepare her, but explained that internships 
were most useful in her career (Participant 14). Internships provided hands-on 
experiences that were deemed useful by participants. Reinforcing this point, Participant 
25 (male, age 32) described his education as not providing the technical skills he used in 
the workforce. He learned those skills during on-the-job training, not during his sport 
management education (Participant 25). Discussions of sport management education as 
not beneficial led some participants to question if they would complete their degrees 
a gam. 
As the saying goes, hindsight is 20/20. Participants may have made different 
decisions if they had the opportunity to re-do their educations. Participant 9 (male, age 
36) expressed this when he said, "to be honest if I knew then what I know now, I might 
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have gone a different route". He was clear that he did not regret his sport management 
education, but his family life caused him to move to a new city where he struggled to find 
sports industry employment (Participant 9). He explained that a different education would 
have likely been more beneficial in this new city (Participant 9). While Participant 9 did 
not regret his choice of sport management, Participant 21 (male, age 38) discussed that 
his degree was not worth the money. He reflected that he would have been better off with 
an economics degree than his graduate degree in sport management (Participant 21 ). This 
led him to conclude that he would not repeat his choice of sport management education. 
Participants discussed their sport management educations as not beneficial in 
their current careers. Reasons for these feelings included, a desire for more realistic 
expectation setting, feeling their education was not helpful for career training, regret over 
the classes taken, feeling that internships were more valuable, and a wish to change past 
decisions. Participants mentioned both perceived beneficial and not beneficial sport 
management education programs. Additionally, participants discussed graduate education 
as influencing career decisions and experiences. 
Graduate education 
Graduate education was discussed by study participants as influencing career 
choices and decisions. Seventeen of the thirty-two participants in this study had an earned 
master's degree with additional participants mentioning a desire to complete a graduate 
education to advance their career options. Specific mentions of graduate education 
focused on, a desire to advance career, an interest in a deeper understanding of the sports 
industry, working for an institution that would pay for a master's degree, and the value of 
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a master's in sport management. With more than half of the study participants having an 
earned graduate degree, and additional participants expressing an interest in an advanced 
degree, the master's in sport management program was a popular route. 
Participants sought out master's degrees in sport management as a way to advance 
their careers. Participant 32 (male, age 25) believed that his career had plateaued and was 
applying to graduate school to advance his career. Participant 27 (female, age 31) had an 
interest in sport management and decided to pursue a master's degree to open up career 
opportunities. Internships in sport management sparked Participant 27's interest and she 
used her graduate degree experience as a way to explore careers in the sports industry. 
Participant 25 (male, age 32) explained he "worked in IT fields for a few years and the 
idea of working in sports was always quite interesting ... [so, he] thought the MBA 
program with a sports business concentration would be a channel to change career paths" 
(Participant 25). Meanwhile, Participant 24 (female, age 27) was working in another field 
when the financial markets crashed. She decided to pursue sport management as a career 
change and thought a master's degree was the best way to do that (Participant 24). A 
master's in sport management was the first step in her new career. Participant 6 (male, 
age 42) also wanted to advance his career and thought a specialized master's degree in 
sport management was the best way to do it. He decided that a generic master's program 
was not enough to set him apart; he focused on sports management to pursue his new 
career (Participant 6). Conversely, Participant 18 (female, age 47) did not perceive that 
she received as much benefit from her graduate degree as she had expected. She reflected 
upon her experiences: 
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I don't regret doing it but yeah, I think-! thought now that I got the degree, I 
thought okay, the degree plus with my prior extensive experience and ten plus 
more, 15 years in the corporate world would really help propel me. But that hasn't 
been the case and I think too it's because for everyone position that's open, 
because of the economy they're getting thousands of resumes (Participant 18). 
While many participants pursued master's degrees in sport management to advance their 
careers, some did not feel they had achieved the benefits they had been hoping for. 
Participants explored the idea of master's degrees to obtain a deeper 
understanding of the field of sport management. Participant 31 (male, age 29) wanted to 
increase his in-depth knowledge of sport management. He explained: 
I would have enjoyed more actually going in to the master's side of things. Time 
and money, if that would become available, I'd go back and get my master's and 
that field and look at folks more in one specific thing and figure out what it is that 
I like to do (Participant 31 ). 
He saw a master's degree as a way to specialize in the field of sport management. Time 
and money were obstacles for Participant 31 to seek out an advanced degree. He 
explained it as something he would like to consider for the future, but not currently an 
option. 
Many participants had the opportunity to obtain a master's degree for little to no 
cost. In some cases, employers paid for participants to earn graduate degrees. Participant 
28 (male, age 29) works for a university that will pay for his graduate education. He 
decided to go back for his Master's in Business Administration while he had the 
opportunity to go to school for free (Participant 28). Participant 21 (male, age 38) had the 
ability to get his master's degree paid for by the government. He was a veteran, and his 
base was closing. He decided to use his G.I. Bill benefit to pursue a master's in sport 
management at no financial cost (Participant 21). Participant 15 (female, age 30) had not 
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been planning to obtain an advanced degree, but took a position at a university where she 
"figured if I was working at the university that would have a degree that I was interested 
in pursuing and they were willing to pay for it, I thought it would be silly not to do so". A 
graduate degree had not been Participant 15's initial goal, but she decided it was valuable 
to pursue. The costs associated with an advanced degree can be a deterrent, but the 
opportunity to attend graduate school at no cost influenced soine participants. 
Participants identified the value of a master's degree as motivation to pursue 
graduate school. Participant 27 (female, age 31) concluded that "getting that master's 
degree from a pretty well-known sport management program, and then graduating to a 
big alumni network. I think that that was what I really took away from that program as 
opposed to any certain skills or knowledge". The prestige of her program and the alumni 
database were more valuable to Participant 27 than the knowledge learned during her 
master's degree program. Participant 25 (male, age 32) felt his master's was instrumental 
in obtaining a career in sport management. He explained that his degree helped him 
advance his career and get into a management role in the sports industry (Participant 25). 
Participant 11 (male, age 27) described ,the competition in sport management as 
influential in his decision to pursue a master's degree. He illustrated: 
Due to the level of competition out there and by 'competition' I mean others 
competing for the same jobs that I am. I felt it necessary to start to try to pursue a 
master's degree just because quite frankly, in the sports industry now ifyou don't 
have a master's degree you're not even really going to get looked at for really any 
position (Participant 11 ). 
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It was his opinion that a master's degree was critical to success in sport management. 
Participant 10 (male, age 24) echoed that point; his desire for a master's degree was to set 
himself apart from his peers. 
Participants examined the benefits of a graduate degree in sport management for 
many reasons. While some participants wanted to advance their careers, others were 
interested in obtaining a deeper understanding of the sports industry. Working for an 
institution that would pay for a master's degree also influenced participants to seek out an 
advanced degree. Finally, participants saw the value of a master's in sport management 
as important enough to go to graduate school. Whatever the reason, many participants in 
this study had an earned graduate degree or had expressed an interest in pursuing a 
master's in sport management. 
Participants reflected upon their experiences in sport management education 
programs. Those experiences were perceived as beneficial and not beneficial by 
individual participants. While some participants believed their sport management 
education was instrumental to their career successes, others described feeling that it was 
not helpful in the workplace. It is possible that the experiences of graduates of sport 
management degree programs influenced their feelings towards their education. It could 
be argued that participants who obtained positions and were happy in the sports industry 
would perceive their educations as more beneficial than participants who may have 
struggled to obtain a position or were unhappy in the industry. Whatever the opinion, 
participants reflected upon their education and the resulting career decisions. 
Additionally, participants discussed the choice to pursue a graduate education. Several 
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factors influenced this decision. An academic background in sport management was the 
common factor among all study participants. Each participant, however, had his/her own 
experiences that determined if a sport management education was beneficial. 
Experiences in the Field of Sport Management 
This research study's interview questions focused on experiences in the field of 
sport management. Experiences in the field of sport management were discussed by all 
participants. This section focused solely on paid positions in sport management, as 
internships are discussed later. Since internships are usually completed while a student 
and are often unpaid, the experiences could be markedly different than employment. 
Experiences in sport management were separated into three categories: content, 
workplace characteristics, and feelings about the field of sport management. Content 
characteristics are related to the work performed in sport management careers. This 
theme focused on skills and tasks performed. Participants discussed the variety of skills 
and tasks performed in the sports industry workplace as central to their experiences in the 
field of sport management. Workplace characteristics are descriptive experiences that 
influence graduates of sport management degree programs. The workplace characteristics 
mentioned include financial factors, hours necessary for sport management careers, 
respect or lack of respect in the workplace, competition for sport management jobs, and 
realities of the sports industry. Finally, feelings about sport management careers were 
mentioned by participants. Participants discussed feeling disappointment, enjoyment, and 
enthusiasm about sport management and the associated positions. Each theme and related 
descriptors will be discussed below. 
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Content 
Content within sport management experiences relates to the variety of skills 
needed and tasks performed. Participants reflected on their experiences in sport 
management as providing a breadth of position duties. 
Variety of skills needed and tasks performed 
Participants discussed their experiences while working in sport management. 
Many participants commented on the variety of skills needed and tasks performed in the 
sports industry. It was interesting to note the number of participants who described 
themselves as "a utility person" or felt their jobs were "a little bit of everything". It 
appeared that many participants felt that was to be expected in the sports industry. 
Descriptions of the variety of skills and tasks performed are found below. 
Research participants described the variety of skills needed or tasks performed in 
their sport management jobs. Many participants saw their sport management positions as 
including a mix of tasks and responsibilities. Participant 27 (female, age 31) worked for a 
nonprofit sports organization. She explained that she: 
did pretty much everything. I think that's kind of a ... as I learn the way the non-
profit world works. Like it is very much on a shoestring ... Like they don't spend 
money on anything. So when I was there I was basically responsible for, along 
with one other girl, for the whole campaign. And so it was everything ... we had a 
big database of people that we'd get through our marketing, which was everything 
from mail flyers to key targets to our website to radio ads, and then these people 
all go into our database and then we go and make a lot of recruitment calls. And 
then we go out in the community, the health fairs and stuff, running expos and try 
to get people to sign up for the running, triathlon, cycling and fundraising 
programs. So once people are signed up ... we would hire the coaches and all the 
coaches were certified running coaches, triathlon coaches and they would have a 
big group training once a week. We'd give these people fundraising support 
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through websites or we'd have special incentives if they meet a certain goal, and 
then it was managing all their travel. .. from booking the flights, the hotel, the race 
entry, figuring out an itinerary ... On average, each chapter does about twelve 
different events a year. So it was very, very involved and you're doing everything 
from marketing to the sales to the event management for hundreds of different 
runners and triathletes. So it was a very, very busy job (Participant 27). 
Her day-to-day responsibilities included a wide range of tasks. This helped Participant 27 
to stay busy and expand her sport management experiences. She was also able to draw 
similarities between sport management employment and positions in alternate industries. 
Similarly, Participant 26 (female, age 26) described her responsibilities as: 
a little bit of everything. My main duties were ... [related to sports information], 
so managing our website content, making sure that the human interest stories 
about our student-athletes were on our website, picking and choosing Players of 
the Week, making sure that, or actually basically running, the All-Conference 
programs, soliciting votes for and the nominations for the All-Conference teams, 
putting together the final product and releasing, for those All-Conference teams, 
releasing them and making sure they got out to the media, collecting all statistics 
for the sponsored sports for our number institution for our Sports Information 
directors. And I actually, my second year I supervised two full-time interns and 
then two part-time interns (Participant 26). 
The variety of her job responsibilities was focused on sports information and 
communication. She was proud of the amount of work she was able to complete. 
Facility managers in the sports industry described a wide range of responsibilities 
as well. As the overnight manager for a large residential sports complex, Participant 31 
(male, age 29) explained that he had to be ready to manage several different types of 
issues, from maintenance and landscaping, to office work and transportation. It was all 
included in his job duties. He described a situation where, they: 
had a pool pump explode one night, and the fire department was called and we 
had to evacuate the kids off the back property where the villas were, and bring 
them to the front property and kind of almost like ... we had to create a makeshift 
shelter. We had to get some cots out of storage and have the kids sleep in the 
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cafeteria because of the pool pump and just the safety regulations around the 
building and everything (Participant 31 ). 
The variety of day-to-day operations for this position kept it interesting for Participant 31. 
He went onto explain that with such a large facility: 
there was just so many different things that could go on when you involve that 
much space with that many kids because we had kids that were on campus that 
were ten years old all the way up to post grads that were 22. And then we had the 
professionals that were there ... So just expecting the unexpected, we had fires on 
campus, we had generators that blew up ... It was just a lot of things you wouldn't 
think would be involved with managing the property itself that came in to play ... 
[as well as], the customer service side of things (Participant 31 ). 
He may not have understood the responsibilities involved in managing this facility until 
he actually began working. After working in that role, he saw the importance of having a 
wide skill set as a facility manager. Additionally, Participant 11 (male, age 27) worked in 
facility management and described his position in a: 
football complex ... It has all of the locker rooms, the meeting room, the kitchen, 
equipment room, all of the prime Division I necessities or even access that a 
football program would have. I was asked to run that building and to really start to 
try and drive the cost down of that building and try to drive it maintenance wise 
and then also to try to bring in additional revenue, in other words I was trying to 
solicit other events to go in that facility (Participant 11 ). 
Both Participant 31 and Participant 11 were responsible for a wide range of daily duties; 
Participant 11 was also tasked with generating revenue and keeping expenses low. 
Instead of facility management that handles physical assets of a sports 
organization, college athletic program managers have the responsibility of working with 
students. Participant 28 (male, age 29) illustrated the variety of responsibilities he has in 
his current role. He explained that his "job consists of advising teams, scheduling, field 
scheduling, staff rotations, really dealing with any sort of issues that arise. And we 
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oversee the fleet of vans that we have, which is 13 vehicles at this point in time" 
(Participant 28). From scheduling and advising to managing a fleet of vans, Participant 
28 kept busy. He described it as "lot of customer service for our students" (Participant 
28). Advising and providing customer service for students are unique to work in 
collegiate sports. 
In professional sports, Participant 14 (female, age 28) described her position as 
constantly changing. She explained: 
I started out doing the quality control program and by the time I left I was doing 
more like event planning for events within the stadium and the green program and 
the designated driver program ... and kind of becoming a point person for my boss 
in the operations department (Participant 14). 
She reflected that it was a great experience for a first job, because she was able to gain 
exposure to so many different types of roles. Conversely, Participant 17 (female, age 32) 
was more on the operations and team side of professional sports. She described her 
current role as: 
everything from player scouting, contract negotiation with players, securing 
facilities to rent for training and for match days, negotiating those contracts . . . I 
set up matches abroad for the team for 14 days and toured from city to city 
playing matches over there. I participate in league scheduling, league meetings; I 
go out and solicit sponsorship, oversee the marketing, oversee game day 
operations, oversee every aspect of the team essentially at this point (Participant 
17). 
Her role in team operations provided her with a different set of responsibilities than other 
participants. Her position required a slightly different skill set but with equally varied 
duties. Participant 30 (male, age 24) was thrilled that his first job in professional sports 
was able to give him such a variety of experiences. He said, "I had a hand in every aspect 
of the team, the whole organization. That experience was awesome because I really got to 
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do everything and anything that you could possibly want to do in an organization" 
(Participant 30). In professional sports, the type of skills needed and job responsibilities 
seemed to depend on the area of the position. Working in the event or facility side of the 
industry provided a different range of tasks than the player development and coaching 
side of sport management. Every job in professional sports appeared to offer a range of 
duties to its employees. 
Most participants seemed to enjoy the variety of tasks associated with their 
positions in the sports industry, but that is not always the case. Participant 32 (male, age 
25) referred to himself as a "utility person" and explained that in his company, that's 
"unfortunately, that's kind of the way it is". He may not have wanted to perform a variety 
of tasks, but his role required a diverse set of duties. 
As related to sport management experience, the type of position dictated the 
variety of skills and tasks performed. Each position reportedly carried a wide range of 
experiences and skills needed for completion, but the specific duties varied. In addition to 
content of sport management job, the participants in this study discussed workplace 
characteristics as factors contributing to career decisions. 
Workplace characteristics 
Research participants often mentioned characteristics of sport management jobs 
as influencing career decisions. Workplace characteristics are factors related to careers in 
sport management that may or may not be present in other industries. These elements 
may have led to career decisions by graduates of sport management degree programs. 
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This section will focus on financial factors, hours necessary, respect or lack of respect, 
competition for positions, and the reality of the sport management workphi.ce. 
Financial factors in sport management careers 
Financial factors in sport management careers discussed by study participants 
were related to personal salary and organizational budget. Employee salary, pay, and 
fmancial stability were often mentioned in discussion with sport management careers. 
Career decisions and expectations were mentioned as based on financial factors in sport 
management. Organizational budget was also discussed as a factor contributing to career 
decisions. While not mentioned as a factor in all career decisions, it is important to note 
the consistency with which financial factors were considered in the sports industry. 
Participants in this study occasionally took part-time positions in the sports 
industry or positions outside of sport management because of the need to earn a steady 
paycheck. Participant 4 (male, age 26) explained that as he graduated from college, he 
just needed to find a job to make money. He took a job as a seasonal parks department 
work because "it was the quickest way I knew how to at least get money in my pocket" 
(Participant 4). He had worked for this department while in high school and college, and 
knew he could earn money to support himself while job searching (Participant 4). 
Participant 6 (male, age 42) was in a similar position. He graduated from his sport 
management program and met with the Chief Operating Officer at the organization where 
he completed his internship. Participant 6 explained, I: 
asked him if there was a position open, [and indicated that] I'd like to be 
considered for it. And got the 'Well, we'll see what we can do,' kind of thing. So 
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after delay, after delay, after delay I couldn't wait anymore, so I left. I had to get a 
paycheck (Participant 6). 
He had expressed a strong interest in staying with the organization, but was unable to 
secure a paid position. He left the field of sport management to earn a salary. Participant 
9 (male, age 36) was unable to find a paid position, and was willing to take any job 
available to be able to pay his bills. He gave up on the idea of working in the sports 
industry after a failed job search. Participant 17 (female, age 32) was interested in 
working in the nonprofit industry, "but in a nonprofit environment the salaries are lower, 
obviously. And with having taken out graduate school loans I needed to earn a little bit 
more money than what I was able to there" (Participant 17). She eventually found 
employment in sport management, but not in the subfield she had originally chosen. 
Participants struggled to find paying positions in the sports industry after initially 
graduating from sport management programs. This led to some participants seeking 
employment in other industries. 
Participants have reported moving within a sports organization in order to earn 
more money. Participant 8 (male, age 23) took a position with a professional sports 
organization that was salaried, but when he switched to a sales role, he earned a salary 
plus commission. This change allowed him to earn additional money in this area of sport 
management. Sales positions have the potential to earn more money than some other 
entry level positions in sport management due to their commission structure. Participant 8 
was able to stay with the same organization, but changed roles to increase his fmancial 
security. 
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Not all participants were able to move within an organization. Participant 5 (male, 
age 26) was disappointed that he was not permitted to change jobs within his sports 
organization. He described his success in ticket sales as preventing his transfer within the 
organization (Participant 5). He was a successful salesperson, and his company would not 
approve his transfer because they would lose him on the sales team. Even though it was a 
significant pay cut to change positions, he wanted to explore other opportunities 
(Participant 5). He wanted to experience other areas of sport management while staying 
with the same organization. Since his transfer was not approved, he decided to leave the 
sports industry to pursue other opportunities (Participant 5). 
Some participants gave their thoughts on college students today and what 
graduates of sport management degree programs were expecting financially as they 
entered the workforce. Participants reflected on what those students should be expecting. 
Expectations, whether deemed realistic or unrealistic, were a topic raised by participants 
as contributing to career decisions. Participant 11 (male, age 27) reflected on college 
graduates today: 
I see a lot in the kids that come out of school right now. They feel entitled to not 
only a job right way, but they feel entitled to be making $100,000 a year in 
college athletics coming out of the gate. And that just doesn't happen. You're 
lucky to make $30,000 coming out of the gate. And I think the folks that are 
willing to do that, that are willing to essentially take it in the chin for a few years 
are the ones that are going to succeed. I mean I worked-- from the day I 
graduated ... I did not work a job for a university that paid me more than probably 
$25,000 until I got the full-time job here ... I made ends meets for the four or five 
years. Sure I didn't go out. I wasn't able to go out to all the bars when I wanted to. 
I wasn't able to have fun ... But at the end of the day it got me to this job and you 
know; now I make a fairly comparable salary, probably more than most 27 year 
olds make and it's a rewarding job (Participant 11). 
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He explained that the starting salaries in sport management roles are generally low, but 
have the potential to increase over time. He expressed his opinion that the graduates who 
were willing to spend a few years working their way up would be the ones who could last 
in the sports industry. However, he was disappointed that the students who he interacted 
with had such unrealistic expectations for what they should expect financially upon 
graduation. Participant 15 (female, age 30) reinforced this point, she explained: 
You're not going to make a lot of money doing this. So I graduated college and 
did another internship ... and fortunately was hired full-time from that internship, 
but I was making $18,000.00 a year living in .. . an expensive state. So I wish 
someone told me about what's realistic with money, what's realistic about getting 
that full-time job out of school (Participant 15). 
She examined her own experiences and understood that her initial expectations had been 
unrealistic. She argued that sport management students should be educated on realistic 
financial expectations in sport management (Participant 15). Participant 32 (male, age 25) 
reflected on his own experiences, "The money is kind of what I expected, actually less 
than I expected, so it's a little frustrating". He had built a set of expectations while in his 
sport management education program. He had been told that the salary would be lower 
than his non-sport peers, but in reality, it was lower than he was expecting (Participant 
32). While·he was aware that his salary would be lower than his non-sport counterparts, it 
reality, the salary was even lower than his expectations. 
Not all study participants were unhappy with the sports industry because of 
financial factors. Participant 19 (female, age 25) raved about how great the sports 
industry is, "but that being said, the pay isn't really that great and it depends on where 
you go, what you do". She decided to forego a career in sport management to pursue a 
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law degree (Participant 19). She knew that the sports industry was not a place to secure a 
high paying salary, and decided that she wanted to go in a new direction. Participant 16 
(male, age 23) heard the rumors about pay in sport management while he was in school. 
He examined his own career path: 
For me I kind of took the fast track and got through all the BS work, and the 
internships, and the entry level jobs doing fine, and I'm doing fine financially. I'm 
ironically working the same or more than my buddy who went to school for 
accounting, but it's just whatever mindset you have going into it. If you know the 
big picture, you can make it work financially (Participant 23). 
For him, the lower initial pay was not a deterrent to working in sport management. He 
argued that if he took the low pay to start, this career industry would pay off. Participant 
27 (female, age 31) explained: 
As long as you realize the salary's going to be a bit less, the hours are going to be 
long, but always remember that the reason you got in to this is because this is fun. 
I think then you can be successful in it (Participant 27). 
Again, this participant mentioned that with realistic expectations for sport management 
careers, individuals could be happy and successful in the sports industry despite the 
financial factors. 
The payment structure in certain areas of sport management caused unhappiness 
with some employees. Particularly, the pay structure in sales and scouting were 
mentioned by study participants. The commission structure in Participant 5 (male, age 
26)'s organization led to unhappiness in his role. He reflected on his experience: 
The commission structure and the pay structure was completely out of whack. 
What I mean by that is that you'd make a sale in March of2011 and you wouldn't 
get paid out for that ... until June of2012. So I'd make the sale and wouldn't see 
all of my money on it until15 months later, which from a sales perspective makes 
no sense (Participant 5). 
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This was a source of frustration. He further explained that he "just didn't see the 
opportunity to advance specifically there" (Participant 5). This contributed to his 
exploration of opportunities outside of sport management. Participant 6 (male, age 42) 
also struggled with the payment structure in sport management. He was working as a 
scout and would not be paid on a player's contract until they made it to the professional 
league (Participant 6). In some areas of sport, this could take years. While this was a 
position he enjoyed, it did not guarantee a salary (Participant 6). He was forced to work 
outside of sport management to secure a full-time paid position. 
Some participants examined the sports industry and decided they would pursue 
other opportunities. Participant 21 (male, age 38) concluded that a career in traditional 
sport management was not the right path for him due in part to financial factors. He 
explained: 
Our cohort [in graduate school] probably paid $1.2 million by the cohort to finish 
the degree. I don't know if our cohort will even make that amount of money in the 
next five or six, ten years in sport. I just don't think that there are enough jobs in 
sports, if you're trying to go through it and ... find a job with a traditional sports 
franchise, professional sports, minor league sports, college sports; I think most of 
the people with our cohort will not find work. And that's not an indictment of my 
school or anything; I just don't think there's enough work in sports and think most 
of the people that come through sport management programs will not find work. 
They'll have debt that they'll never be able to pay off. Some will get it paid off, 
but they won't get it paid off through their work in the career field ... because 
people aren't willing to work for nothing and at some point you've got to start 
paying your bills back (Participant 21). 
He argued that working in what he called traditional sport management would not be the 
right decision. He decided to work part-time in sports while working in other areas to 
earn more money. Participant 26 (female, age 26) quit her position in sport management, 
in part because of the pay. She explained: 
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There was kind of a sense of negativity and it was really wearing on me and for 
the amount of money that I was making and for the amount of responsibility I 
had, there was very little room to grow as an individual and there was really 
nothing that I was benefitting from it (Participant 26). 
She had been given more responsibilities over time in that position, but had not received 
a salary increase (Participant 26). This was frustrating for Participant 26. The pay 
combined with other factors caused her to leave her position to pursue other 
opportunities. 
Participants may choose a sport management subfield based on financial factors. 
Organizational budget can impact employees and some areas of sport management have 
larger budgets than others. Participant 25 (male, age 32) chose professional sports over 
college athletics due to financial factors. He explained, "college athletics is driven so 
much by the development arm and fundraising, your tight budget, the pay isn't good, 
you're spread really thin. It forces you to be creative and can be challenging" (Participant 
25). He felt he would have more opportunities and a bigger budget in professional sport. 
The budgets of this sport management subfield led to his decision to pursue a position 
outside of college athletics. 
Participants' career decisions have been influenced by financial factors. Financial 
factors in sport management careers included salary and organizational budget. Salary, 
pay, and a desire for financial stability were mentioned by participants as influencing 
career decisions in sport management. Additionally, expectations for salary in sport 
management were discussed by participants. It was argued that students and recent 
college graduates do not have realistic expectations for the financial factors of sports 
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industry employment. Organizational budget contributed to career decisions. Financial 
factors were not the only influence on career decisions. 
Hours necessary for sport management careers 
Participants in this research study mentioned hours necessary for sport 
management careers as influencing career decisions. Participants worked extensive hours, 
which led to unhappiness among some sports industry employees. Twenty-seven of this 
study's thirty-two participants mentioned the hours needed to work in sport management 
as a factor in their career decisions. Comments about hours included mentions of daily 
hours worked, non-traditional hours in sports, and the difficulty obtaining full-time hours 
in sport management. 
Sport management positions often require greater than 40 hours per week. With 
sporting events often occurring at night, participants mentioned beginning the workday in 
the morning and working into the night. Participant 1 (male, age 29) discussed working 
from 8 a.m. until midnight on game days. He was required to work a tradition workday, 
and games were in addition to those hours (Participant 1). Participant 15 (female, age 30) 
was not bothered by the money in sports. She explained that she worked too many hours 
to have any free time to spend money (Participant 15). This was partially said in jest, but 
there was some truth in her comment. With the long work hours that often included 
nights and weekends, there was little time to spend money. Participant 23 (female, age 
23) described: 
as much as I love it, one day I would hope to get married and have a family and 
having a family and getting married don't really mesh well, because you are 
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working long hours, you're working crazy hours. You're schedule isn't a nine to 
five. I don't think I've ever had a nine to five day (Participant 23). 
Her desire to have a family caused her question a long-term future in sports. When asked 
if she was prepared for the hours by her sport management program, Participant 14 
(female, age 28) explained, "I believe they kind of did make it clear that ... you'd be 
working a lot of hours ... but, I guess it was a little surprising all the hours on the 
weekends or things like that" (Participant 14). While she believed her sport management 
education program had tried to set expectations for the amount of hours required, she was 
still surprised at the reality. The long hours experienced by participants were one factor 
leading to an exploration of career decisions. 
In addition to the long hours, participants mentioned the amount of nontraditional 
hours that were required for careers in sport management. Participant 26 (female, age 26) 
explained: 
this is not a Monday through Friday, nine to five job. The weekends are expected 
ofyou. It's for those who are willing to be out there as long as it takes. You know, 
being there past whatever is written on their contract. And that the job description 
is not just what's in front of you; it's beyond a job with description as well 
(Participant 26). 
The additional work hours are part of the job in sports despite what the job description 
entails according to Participant 26. She continued, "there are very, very few positions that 
you're going to have a nine to five office hour week. Sports is about working within unset 
hours, working on weekends" (Participant 26). Weekends are when games and sporting 
events are often held, it is understandable that sport managers must work nontraditional 
hours. Participant 12 (male, age 38) explained, "work when everyone else is playing; give 
up 40 to 60 percent of your holidays, depending on what sport you're involved in" can be 
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difficult to some people. He made sure his students understood what the daily life of a 
sport manager was like. The nontraditional hours were a factor for graduates of sport 
management degree programs. It is unclear if the participants were prepared for these 
hours by their colleges and universities or if it was a surprise upon entering the 
workforce. It is also possible that they had unrealistic expectations for the amount of 
hours required in sport management. 
The hours can be difficult to adjust to. Participant 14 (female, age 28) discussed 
her experiences working without a day off. She explained it "was tough with the hours 
and kind of not getting a day off and you really run yourself into the ground and there's 
only-- I mean there's only so long that people can really do that" (Participant 14). She 
worked for several days in a row during her sport organization's busy season. Even as a 
young employee, she recognized that it would be difficult to sustain these hours long 
term. Participant 24 (female, age 27) was working at a multiday sporting event. She 
discussed: 
I think we were onsite about three or three and half weeks before the actual games 
started. And then we were there all throughout game times and then like a week to 
week and half after, post to break down our offices, to wrap up everything that we 
have onsite, and then come back home and start the next one (Participant 24). 
She was required to work long days for more than just the event itself since she was 
required to be on location for weeks before and after the events. Now that she's back 
from that event, she explained that her hours are more typical. She now works "nine to 
five, nine to six, but prior to a big event that we have, preplanning, probably between ten 
and 14- 16 hour days" (Participant 24). Her position would require long hours before 
and during an event, but during off times, she worked a more traditional workweek. It 
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would depend on how many events her team was supporting if the number of weeks 
working extensive hours balanced with the typical workweeks. Participant 27 (female, 
age 31) explained that "you kind of get burned out when you're working 23, 24, 25-odd 
days in a row during that stretch" (Participant 27). Working every day for weeks at a time 
can be difficult for sport managers. Participants described the challenges of working 
those long hours and the impact it had. It may not be something that participants are 
willing to go back into. 
Once a person leaves a position with long hours, it may be difficult to return to 
those types of working hours. Participant 5 (male, age 26) said: 
I don't know if I'll ever be able to transition back into that lifestyle of Saturdays 
and Sundays working. Working at 6:00a.m. some days and working until 
midnight some days. Like I said, you have to be dedicated to it full force and be 
in love with your career working in sports more so than anything else in your life 
(Participant 5). 
After Participant 5 left the sports industry and went into a different field, he knew it 
would be difficult to go back into sport management's hours. The long hours were a 
factor in his career decision. He was unsure if a long-term career in sport management 
would work for his personal goals. 
Participants often referred to the hours required for sport management as a 
lifestyle that included long hours and working on nights and weekends. There were 
comments surrounding work/life balance and a desire for free time. As Participant 23 
(female, age 23) explained: 
I'm all for working long hours, but at the same time I also need to have a balance 
of my personal life as well. It's hard when you work for a team, especially a 
baseball team per say ... you're pretty much at their beck and call all day every day 
for the entire season- so pretty much from April to October, if they make it that 
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far. And I didn't know that I wanted to give up that huge portion of my life for 
work (Participant 23). 
At the age of23, Participant 23 knew that she needed a career where she could balance 
her personal and professional lives. She felt a position in sports would be difficult for her 
to achieve that balance. Knowing this potential difficulty caused her to reconsider a 
career in sport management. Participant 31 (male, age 29) reflected on his own 
experiences working the overnight shift and rarely seeing his wife and children. His 
personal life prevented him from keeping his position in sports. He argued he could not 
continue working overnights while balancing time with his wife and children (Participant 
29). A need for a balance of personal and professional lives was a concern for 
participants when considering work in sport management. While these participants were 
struggling to balance their sport management hours with personal commitments, other 
participants desired an increase in hours. 
The amount of hours available in certain areas of the sports industry was a 
concern for participants. Some participants were unable to acquire full-time hours. This 
caused pressure to find multiple positions to maintain a full-time schedule. Participant 7 
(male, age 24) began as a part-time employee with a sports organization but was 
eventually was able to tum it into a full-time position. He had spent nearly one year as a 
part-time employee trying to make ends meet. Not all participants were able to convert 
part-time positions into full-time roles. Participant 32 (male, age 25) discussed: 
I was working two jobs, 75 hours a week for almost two years, just to support 
myself when I got done school. I picked up another job that was 40 hours week 
just to pay the bills. And then I would go right from there to the other job and I'd 
work 8:00 until4:00 or 9:00 until5:00 and then go to work 6:00p.m. to midnight 
or 10:00 p.m. until 1 :00 a.m. And then Fridays and Saturdays I would go in at 
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midnight and work until5:00 in the morning. And Saturdays I'd work midnight 
until 6:00 in the morning, and then have to go back Sundays (Participant 32). 
His schedule was exhausting. He needed to work multiple jobs to compensate for his lack 
of full-time hours in sports. This struggle was echoed by other participants. Participant 29 
(male, age 23) explained his situation, "I get about 15 to 20 hours a week in radio and 
about 20 - 25 hours a week at the restaurant, so I'm part time at both places". He had to 
combine two positions to equal full-time employment. He wanted to move into a full-
time role, but was unable to find employment. Part-time positions were a challenge for 
participants. 
Participants discussed working part-time with little to no benefits. Participant 4 
(male, age 26) was working in a part-time position, but his supervisor gave him full-time 
hours. Despite his full-time hours, since his position was technically part-time he 
received no benefits (Participant 4). He was thankful for the full-time hours, but was 
unable to keep health benefits in this position. This struggle was also experienced by 
Participant 32 (male, age 25). He was working at a radio station where the employees 
typically worked 30 hours per week. He explained that a law requiring his company to 
offer health benefits to employees that work 30 hours per week would cause his hours to 
be cut again (Participant 32). He reflected that it would be difficult to survive on less than 
3 0 hours per week. He was unsure if he could remain at that organization for much longer 
with reduced hours and no benefits (Participant 32). Participants were influenced by the 
amount of hours available in sport management positions. 
The hours available in sport management influenced participants to make career 
decisions. Participant 22 (female, age 24) explained: 
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I worked for [a community center] ... They offered me a part-time job in the 
sports department and when I say part-time, it was still about 30 hours a week, so 
I would still be able to afford living out there. So I stayed out there and then after 
a couple of months I decided I wanted to go to grad school (Participant 22). 
Although she was able to afford to live on part-time hours, the lack of full-time hours 
available caused Participant 22 to consider graduate school. 
Participants in this study mentioned the hours required in sport management as 
influencing career decisions. Graduates of sport management degree programs discussed 
long hours, .nontraditional hours, and a desire for full-time hours in sports industry 
positions. While some participants were accepting ofthe schedule required in sport 
management, others sought employment in alternate fields to acquire a more traditional 
work schedule. 
Respect and/or lack of respect in the workplace 
During interviews, recurring comments revolved around respect or lack of respect 
in the sports industry. Participants discussed feelings of being respected or disrespected 
by their friends, family, coworkers, and employers. Comments about respect were related 
to individuals outside sport management being awed or impressed with sport managers 
and their positions. Participants discussed feelings of pride and admiration from others 
based on their sports industry career status. Participants mentioned a lack of respect in the 
sport management workplace. These comments surrounded feeling a lack of respect or 
being disrespected by employers and coworkers in the sports industry. 
Participants discussed feelings of respect and pride related to their sport 
management work experience. These feelings were often connected to external sources of 
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prestige and acclaim at sports industry status. Participant 32 (male, age 25) who worked 
in sports radio discussed feeling respected. He said: 
You get to interact with professional athletes, with people of higher classes that 
you normally wouldn't get to interact with at a regular job. So people kind of look 
at you a little differently, when your friends know or your family, or friends of 
family know that you're working there they kind of look at you in a different light. 
It's kind of like a respect thing, I guess. It's kind of cool. It's a good feeling -
people know who you are, kind of thing. You hear your name mentioned on the 
air. People say, 'Oh, yeah, I was listening the other day I heard them talking about 
you,' so that's always a kind of gratifying thing I guess (Participant 32). 
He interpreted these comments about his position as respect. When family, friends, or 
even strangers commented on his position in the sports industry, he described it as source 
of pride. These external sources of pride were a reason for Participant 32 to stay in the 
sports industry. Participant 25 (male, age 32) described his feelings of respect over 
recognition for the work he had done. He explained, "So I think it's more just kind of the 
stream of recognition that we receive for what we've built over the last couple of years" 
that led to his feelings of respect and pride (Participant 25). He described feeling 
respected because of his workplace accomplishments. On occasion, participants 
discussed feelings of respect from others related to their work in sport management. 
However, during interviews participants more frequently mentioned a lack of respect in 
the sports industry. 
Participants discussed feeling a lack of respect in the sport management 
workplace. These comments were most often related to participants not perceiving 
respect from employers or supervisors. Participant 32 (male, age 25) described his 
position as 
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a thankless job in a sense that you're doing what you're expected to do, you know 
... but you're not duly compensated financially, because they just expect you to 
do it and they know that there's someone behind you who's willing to take that 
same job for the same amount of money (Participant 32). 
While Participant 32 described feelings of respect around his family and friends 
discussing his position within the sports industry, he mentioned a lack of respect by his 
employer. He believed that due to the demand for positions in sport management, his 
organization was not compelled to treat employees any better. These feelings were not 
exclusive to this participant. Others also mentioned feeling like their sports industry 
employment was thankless. Participant 27 (female, age 31) discussed her perception that 
Human Resources at her past employer and "the way they treat their employees ... isn't 
ideal". She described an organizational culture of disrespect and a lack of caring for 
employees. She continued, "I think probably being totally overwhelmed at times and 
just...you know people just flat [out] not caring. You could be overwhelmed and it's like, 
'Sorry, that's the way it is'" (Participant 27). She expressed a lack of concern for her 
feelings by her supervisors as leading to unhappiness in the workplace. She also 
described the amount of effort required in her position as contributing to these feelings. 
She said: 
You're doing all these monotonous things ... and then at the end ofthe day, you're 
doing all this hard work and some of it's ridiculous and just people not really 
caring if you did a good job or not. I think that was just some of the lows that 
went along with it (Participant 27). 
These "lows" in her sport management position combined with factors like hours and pay 
contributed to her exploration of outside career options. She argued that it was difficult to 
work in an organization where employers did not care if you were performing well. The 
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concern was on the amount ofwork, not the quality of work. Participant 14 (female, age 
28) expressed a similar sentiment. She explained: 
Just not even so much the hours as much as the -- I mean it is the hours, but it's 
just there's not really a sense of very much gratitude I would say. So when I left 
and worked in other places it was kind of like [amazing] to me how gracious other 
employers were. So I would say the -- it was tough with the hours and kind of not 
getting a day off and you really run yourself into the ground and there's only -- I 
mean there's only so long that people can really do that (Participant 14). 
She did not fully realize what her work experiences had been like until she found new 
employment. She explained the lack of caring and respect for employees as a factor in her 
career decisions. Descriptions of working in a thankless environment may not have been 
obvious to graduates of sport management degree programs until they experienced 
another workplace. 
One participant described interpersonal conflicts that lead her to feel disrespected. 
Participant 26 (female, age 26) examined her own experiences with her supervisor, which 
caused her to consider other career options. She explained that the negativity in her 
workplace was not worth the low salary she was receiving (Participant 26). She decided 
that the negative feelings outweighed the benefits of sports industry employment and left 
her position. The interpersonal conflict was not the only factor contributing to this 
outcome. She chose to leave her sport management position without another job to escape 
the uncomfortable work environment (Participant 26). Participants believed they were not 
always valued in their sports industry positions. 
Finally, participants expressed feeling that their sport industry employers were not 
listening to their opinions or valuing their contributions to the workplace. Participant 6 
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(male, age 42) explained a graduate project that he wished to apply to his sport 
organization: 
I thought that I could apply [my classwork to the organization]- and I asked a 
couple of different people within the [organization] ... - 'Let me put some of the 
skills to use that I've learned in school in some of the projects that I do. I think it 
would be beneficial.' And I had to fight and scratch my way to get anywhere in 
there to do that. I remember we did a project in school. .. and I had to fight and 
scratch to show that to the Director... I was blown off and put off; 'Talk to me in 
a week. Talk to me in two weeks.' Well, pretty soon my energy was about to run 
out. .. I said, 'Look, it would be a real shame if I had all this information and I 
didn't show it to you' .... I said, 'Let me talk to you for 15 minutes' ... And he 
came back with 'Well, I don't even have 15 minutes'. And I'm saying to myself I 
don't believe him. And I came back and I said, 'Well, when could it work?' And 
he said, 'The only time is on Saturday in the morning'. So I called his bluff. .. [I] 
showed him the analysis and let him use it. But it was one barrier after another 
that I faced within the [organization] (Participant 6). 
He believed his schoolwork and experience within the organization warranted more 
consideration than he was given by the director (Participant 6). He experienced a series of 
similar interactions that instigated his choice to leave the organization and eventually 
obtain full-time employment outside the sports industry. Participant 5 (male, age 26) 
reflected that his opinions were not heard by his sports industry employer. He explained: 
My colleagues met many of the same things. They were all sports management 
grads who had some good perspective and anytime you made a suggestions or 
recommendations it was typically falling on deaf ears. About two years in a huge 
management shift happened and while we thought it would be - okay this is 
going to be a new start, a new beginning, it was still more of the same old crap 
and that's eventually what led me to look for other opportunities (Participant 5). 
The perception that his thoughts and opinions did not matter influenced his decision to 
explore other careers. He chose to leave this sports organization because he was not 
permitted to create new programs or introduce new ideas. This caused Participant 5 to 
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feel a lack of respect in the organization. Participants expressed feeling a lack of respect 
in the sport management workplace that influenced the pursuit of alternate employment. 
Feelings of respect or lack of respect in sport management careers influenced 
participants' career decisions. Feelings of respect were often related to external sources 
of praise or pride related to careers in the sports industry. External sources included 
family and friends who were impressed with a participant's sport management position. 
A perceived lack of respect from employers or colleagues in the workplace also led 
participants to explore alternate careers. Participants wanted to feel respected, cared for, 
and listened to in their sports industry jobs. 
Competition for sport management jobs 
Due to the increase in sport management education programs and thus an increase 
in the number of graduates of sport management degree programs, there appears to be 
increased competition for sports industry positions. Participants reported competition for 
sport management jobs influencing career decisions and exploration of alternate career 
options. 
Competition for careers in sport management influenced participants to set 
themselves apart from others searching for sport industry employment. Sport 
management education programs played a role in preparing students for this competition. 
Participant 5 (male, age 26) reflected that his academic program prepared him: 
to work in sports specifically because of that whole supply and demand thing 
and . .. every university has . .. [a new sport management program] popping up 
more and more. It taught me that you need to be prepared to stand out from the 
crowd. You need to put in the extra hours. You need to realize you're not going to 
get paid. You really have to love what you do, have a passion for it. And that 
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passion has to, literally has to, be the driving force behind it and always wanting 
to do the extra mile. So I think in terms of development and career preparation 
that's what I really took away (Participant 5). 
He believed he was prepared to compete for sport industry positions because his 
undergraduate program had taught him what he needed to do. Participant 5 gave credit to 
his university for teaching him how to succeed in such a competitive industry. Participant 
20 (female, age 32) also described her sport management education program as being 
instrumental in preparing her for the competitive sports industry. She explained: 
There's a gazillion people who want to work in sports, so you really have to be 
dedicated and put in the time and work hard and do a good job and not crap out 
and look for a job where you just show up and don't really have to do a lot. So I 
think they were pretty good about setting those expectations in the fust class, right 
off the bat (Participant 20). 
She acknowledged expectation setting as a key piece to her preparation. Without her 
university preparing students, she may not have understood what sports employment 
would be like until she entered the workforce. 
One participant was not as supportive of the education he received. Participant 29 
(male, age 23) voiced his frustrations with his sport management education program. He 
described his perceptions of the field: 
I guess I think it's a growing field, obviously I think that the field itself may be 
not growing as much as the people going into it. And the people going into it are 
growing at a higher rate than the jobs opening up for it. I know that the one 
position I had a face to face interview ... [for a] graduate assistantship they hired 
somebody who was 42, who had been a high school coach for I guess the past ten 
years. And he was going to be the guy they hired, so he had a lot more experience 
than I did. I don't know how it is everywhere, but at ... [my undergraduate 
institution] there was a last class that you had to take for sports adrnin. You 
couldn't take it until right before your internship, and I don't know why they 
waited until then to tell you. But they put up the metrics ... where people who 
graduate with a sports management degree . .. what they do when they graduate 
and it was pretty depressing numbers. Maybe ... it's the field, but I think they said 
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like 16% ended up going into sports management entry level positions, 20% went 
on to get their master's and then the rest went into other fields or were 
unemployed or went and lived back home and those kind of things. But it was 
under 40% that ended up actually either furthering their education with it or 
getting a job (Participant 29). 
He reflected that his university should have offered information about job prospects 
before his last semester of college (Participant 29). He admitted: 
[I was] a little bit distraught in the sports adminjob market after about six 
months ... I applied to probably a thousand jobs over a year and a half. I got one 
face to face interview . .. So I was working in restaurants for a year, living on 
people's sofas and I got a roommate for a few months. Then I moved back home 
(Participant 29). 
His experiences caused him to seek employment outside of sport management. It is 
unclear if there were other factors involved in Participant 29's inability to find sport 
management employment, but the competition for positions was a factor specifically 
mentioned. 
Due to competition for sport management jobs, participants mentioned examining 
ways to set themselves apart. Participant 11 (male, age 27) discussed his reasons for 
attending graduate school as based on the need to compete for jobs in the sports industry. 
He believed that a master's degree was the best way to set him apart from all the other 
graduates seeking employment (Participant 11 ). He believed in order to compete for sport 
management positions; he must pursue an advanced degree. He used his graduate 
education to refine his sport management skills and acquire a sports industry position. 
Participant 14 (female, age 28) was an intern when a job became available in the 
organization. She discussed, "I was lucky because I was pretty much the only intern who 
had completed classes and was working every day so I could take on a full-time job, so 
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ended up interviewing for that and getting that job" (Participant 14). She happened to be 
the only person in the organization at the time who was available for the new job. Since 
she was done with classes, she was ahead of her competition for the position. 
Positions in the sports industry are reportedly difficult to fmd. The competition 
for jobs makes obtaining a position challenging for graduates of sport management 
degree programs. Participant 6 (male, age 42) was asked if he would change anything, he 
explained: 
It's extremely difficult to get a job in baseball .. . And I have contacts in baseball 
operations in different departments, but it's extremely difficult to get in there, 
even for an interview. I've sat there and called and emailed the Assistant GM of [a 
professional baseball team] ... and have asked to go to lunch, asked him to go to 
breakfast and just pick his brain, and have been turned down several times on that. 
He's always friendly on the phone; we spoke for an hour. Even though he's 
friendly in email, a lot of these people in baseball op[ eration ]s, just will not talk to 
anybody (Participant 6). 
He was frustrated that despite his years of experience and his education in sport 
management, he had difficulty finding employment in the sports industry. He 
acknowledged that the competition for sport management positions in professional 
baseball was high, but he believed he was a qualified candidate. Participant 21 (male, age 
38) reflected on the difficulty of finding sport management work. He explained: 
I just don't think that there are enough jobs in sports ... I think most of the people 
with our cohort will not find work. And that's not an indictment of my school or 
anything; I just don't think there's enough work in sports and think most ofthe 
people that come through sport management programs will not fmd work 
(Participant 21 ). 
He was matter-of-fact about the job prospects for his graduate school cohort. Given the 
supply and demand for sports industry employment, he believed most of his classmates 
would seek opportunities in an alternate field. Participant 25 (male, age 32) gave this 
154 
advice for sport management students who are seeking positions as sport managers. He 
explained: 
They need to realize that there's only 30 general managers in baseball, actually 
there's only 30 social media coordinators in baseball ... Everyone wants to be the 
Twitter person for a team and really that's a coordinator position. You don't have 
bigger aspirations than to be a social media coordinator? They need to talk to 
people in different teams and different leagues. They need to realize how big the 
industry is and realize that working in sports can mean so many different things 
(Participant 25). 
He believed students had a narrow focus on employment in sports. While he was giving 
advice to students to expand their searches, his underlying message was the extreme 
competition for jobs in the sports industry. 
Participants discussed the high competition for sport management positions as a 
factor which forced them into alternate career paths. Participant 2 (male, age 29) 
examined his experiences: 
I guess I learned as I was there that there wasn't really much opportunity to go 
from an unpaid internship to any kind of full-time position. Even getting a sales 
job would have been pretty challenging; it would have been pretty competitive. I'd 
have to go through a series of role playing and training just to get a sales job 
(Participant 2). 
This level of competition led him to explore and eventually accept a position outside of 
the sports industry. He was not willing to start at the very bottom and compete for an 
entry-level position after completing his graduate degree in sport management. He 
continued: 
It's almost always a sales role getting started [in the sports industry] and it's very 
competitive; and even if you're among the best all you're rewarded with is doing 
season tickets and then maybe suite sales. It takes quite a while to get up to the 
corporate partnerships level which I was interested in going ... Immediately upon 
graduation that was kind of the path I was hoping for but I guess once I saw and 
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was more educated on what it would take to get there I was no longer interested 
(Participant 2). 
He realized the position he originally desired would not be possible immediately after 
graduation. The competition in sports management influenced his decision to seek 
employment in another industry. 
Competition for sport management positions caused participants to reexamine 
, their career goals. Positions in the sports industry can be difficult to obtain and 
participants needed to be prepared to begin at the bottom. Not all participants were 
willing to make the initial sacrifices asked of them to compete for sports industry 
positions. 
Reality of sport management workplace 
Graduates of sport management degree programs discussed the "reality" of the 
sport management world and workforce. Thirty of the thirty-two participants in this study 
mentioned the reality of the sports industry during interviews. This could indicate that 
students and/or outsiders do not have an accurate understanding of the field. First-hand 
experiences showed participants the realities of the sports industry, and this often led to 
revised expectations for future employment. Mentions of the realities of the sports 
industry often explored working hours or fmancial factors previously examined. The 
following section will show references to realizations of the realities of the sports 
industry experienced by participants. 
Once participants obtained full-time, first-hand experience in the sports industry, 
they gained a new perspective for the realities of the workforce. Participant 24 (female, 
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age 27) explained her realization of the reality of her position. She described working at a 
multi-day sporting event for her company (Participant 24). She recalled working for a 
client, "for my first project .. .I was in London helping to produce their hospitality 
program for the guests ... they had invited about, between all of our programs, about 
10,000 guests that were going to be coming to town" (Participant 24). Her first major 
project as a sport manager was coordination of 10,000 guests. It didn't take long for 
Participant 24 to realize the magnitude of her role. 
Many participants examined their experiences with the hidden world of sport 
management. Participant 2 (male, age 29) described learning the behind the scenes 
aspects of the sports industry. He explained that he learned: 
just kind of how things operate I guess, and you kind of have an outside 
perception especially as a fan. As much of a fan as I am and was growing up, it's 
kind of this perception that it's all larger than life and it's all very exciting, and 
then you kind of see some dysfunction. When I say 'behind the curtain' I mean 
kind of how their organization is operated and just it's not as glamorous. There's 
a lot of dysfunction and I feel like it was definitely a tum off. It sort oftumed me 
off to even the organization, so I was, I'm happy to have got out of it and still be 
able to enjoy it like I do (Participant 2). 
His first-hand experiences in the sports industry showed him that he did not want to be a 
part of that organization's future. While Participant 2 chose to seek employment in a field 
outside of sport management, others were exposed to the hidden truths but decided to 
remain in the field. Participant 8 (male, age 23) described "actually getting to experience 
it from the other end and see that not everything always goes as nice and as clean as you 
might think as a fan and kind of running around with your head chopped off type thing" 
(Participant 8). He enjoyed the excitement of sports and chose to remain in the field of 
sport management. His experiences seeing the other side of sports did not alter his desire 
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to stay. Participant 11 (male, age 27) learned in his first sport management position that 
he didn't really know what the sports industry workforce was like. He described: 
I really didn't have-I had basically little bits and pieces of it ... but I never really 
had fully grasped that position as far as being an event manager ... being the game 
day contact, being the contact all the way up as far as scheduling ... practices, 
scheduling hotels, all that good stuff (Participant 11 ). 
He reflected that as a sport management education graduate that he did not know what he 
would experience as a sport manager. His exposure to the realities of the workplace 
occurred once he was in his first full-time position. 
As sport management students who grew up as fans of sports, participants 
realized they may not have understood the industry. Employment in a sport organization 
helped participants develop a new reality. Participant 19 (female, age 25) explored the 
differences between the sports industry and other areas: 
Not many people look at a sports game and think of it as labor. They think of it as 
entertainment. .. They don't think of the hours that go into practice that athletes 
put out on the field or the back end of the administration and how many hours they 
put in to put on just one game (Participant 19). 
She described her experience as eye opening. She continued to explain the peculiarities of 
the sports industry, "whether it's move around or whether you're going to have to take the 
smaller positions, minimal wage, or hourly positions and work your way even with an 
MBA" to eventually get to where you want to be in sport management (Participant 19). 
She learned that the sports industry was unlike other fields after experiencing it first-
hand. Participant 23 (female, age 23) reinforced this point, she explained that: 
even attending sporting events throughout my life, there's obviously someone who 
has to be there before the game starts and after the game ends, so to me it was just 
logical. What wasn't as logical to me was all the planning that goes in behind it 
(Participant 23). 
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She was surprised by the amount of work that goes into planning for sporting events. The 
reality of her experiences was more than she had anticipated as a student and a fan of 
sports. 
The difficulty of obtaining full-time sport management employment was a reality 
faced by participants in this study. Participant 18 (female, age 47) was surprised at how 
difficult it was to find a position in sports. She reflected: 
I didn't realize it was going to be so difficult ... -I'm glad I got the education. I 
don't regret doing it but yeah, I think-I thought now that I got the degree, I 
thought okay, the degree plus with my prior extensive experience and ten plus 
more, 15 years in the corporate world would really help propel me. But that hasn't 
been the case and I think too it's because for every one position that's open, 
because of the economy they're getting thousands of resumes. So I think it's a 
combination of things ... I'm thinking here with a master's degree would really 
propel me quicker but it hasn't. I don't know if it's a combination of my 
experience, that [because] I have a master' s degree I'm overqualified (Participant 
18). 
Her frustration with the process of job searching was evident. For Participant 18, the 
reality of the sport management workforce was that positions were in high demand. Even 
with her extensive corporate experience and education, she was unable to find full-time 
work. 
The reality of the sport management workforce set in and for those who could not 
find sports employment, the desire to work in sport management waned. Participant 5 
(male, age 26) lost his love for the sports industry after working for a few months. He 
described his experiences as a new employee: 
So many people start off saying, 'Oh my God I'm working in sports. This is 
awesome. This is great'. And the majority of people come in on their first day 
with that attitude and it would be awful to watch their spirits get crushed in a span 
of three months or a span of six months. And it's time, after time, after time, 
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where in six months to nine months people were hating their jobs. They really 
couldn't stand coming in and working at the place. Kind of even working sports 
was sort of soured, at least for me (Participant 5). 
After his first-hand experience as a full-time employee in the sports industry, he 
developed new feelings. He no longer wished to devote his time to working in sport 
management and chose to seek employment in an alternate industry. Participant 5 also 
observed coworkers go through the same process and revise their original plans of a 
career in sport management. Additionally, Participant 6 (male, age 42) was disenchanted 
by his experience in sport management. He reflected: 
That's what I had studied and worked on in school ... But the corporate sales side 
and the sponsors was just incredibly boring because it didn't have anything to do 
with sports. It was 'Do you want your company's sign above the concession stand 
or do you want to put it on this column in the stadium?' And I just didn't find it 
interesting at all. It's not what I got in the business to do. It's not why I went to 
grad school (Participant 6). 
He argued that he attended graduate school to be ready to take on an important position in 
sports. However, once he saw the reality of the day-to-day operations in a professional 
sports organization, he no longer wanted to be there. He continued, "I was working on the 
corporate sales side doing a lot of sponsorships, which I found incredibly boring, and 
wasn't utilizing my skills as productively as I could have been" (Participant 6). He 
described his experience in sports as a waste of his time and talent. He reflected that it 
was unproductive and caused him to become uninterested in the work. This experience 
forced him to reevaluate his plans for the future. 
Experiences in sport management may be different depending on which 
organization a participant worked for. Experiences in sport management are not standard 
and even from one team to the next in the same league; employees can have vastly 
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different experiences. Participant 5 (male, age 26) believed that each sports organization 
was a little different and the experiences an employee would encounter would be 
different in each organization. He reflected on his experiences: 
It wasn't the right organization and the right time for me ... when I was there I did 
extremely well, but [another team nearby is a] top notch organization, so much to 
the point that they get all these extremely qualified kids, college students, even 
out of college grad students to work in these roles and there's simply nowhere to 
put them, because no one's left that organization for 15 or 20 years. It's such a 
well-run, family run organization that no full-time positions open up. So I think 
every situation's different, so unique in sports that every single team is a separate 
corporation, where someone owns it simply because they have a ton of money. 
No explanation as to why they're running that team other than they simply have a 
ton of money . ... The same kind of messed up management [exists in other 
teams] ... So I think if I'd just gone in with a different team at a different time, 
there's no doubt in my mind, I'd still be working in the sports world and be very 
happy with it (Participant 5). 
His experiences as a full-time employee had only been with one professional sport 
organization, however, he strongly believed that if he had worked with a different team, 
he may have stayed in sport management. 
Participants in sport management were forced to acknowledge a new reality. Their 
expectations for careers in sport management may or may not have been what they 
anticipated as a sport management student. Participants experienced a new reality for 
what the field of sport management actually was once they were employed in the sports 
industry. The hidden world of sports may not have been clear as a student or a fan, but as 
each participant spent time working in the industry, their knowledge eXpanded and their 
perceptions changed. Sport management students may not have understood how difficult 
it would be to find sport management employment. It was only once they graduated that 
the reality set in. Additionally, Participants who had earned full-time employment in the 
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sports industry may have lost their desire to stay. Their experiences led them to 
reevaluate their goals and plans for the future and a career in sport management may not 
be the right fit. The differences among organizations were also mentioned by participants 
as a reality in sport management. Participants argued that if they had worked for different 
teams, they may have stayed in sport management longer. The reality ofthe sports 
industry set in for graduates of sport management degree programs upon entering the 
workforce. Their experiences forced them to revisit their expectations for careers in the 
sports industry. 
Feelings about sport management careers 
When asked to reflect upon their experiences in the sports industry, participants 
expressed a variety of emotions. The most prevalent comments surrounded feelings of 
disappointment, enjoyment, and enthusiasm about the field of sport management. 
Feelings about the sports industry generally related to the field or the workplace. These 
reflections are explored below. 
Disappointment in sport management 
Graduates of sport management programs expressed disappointment during 
interviews. Feelings surrounded the field of sport management, specific job related 
experiences, and the difficulty obtaining full-time employment. While these feelings were 
only expressed by a limited number of participants, the information provided warranted 
an in-depth exploration. 
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An expression of disappointment in the field of sport management was mentioned 
in particular by one participant. Participant 2 (male, age 29) described his feelings with 
the field of sport management when he explained that: 
you kind of have an outside perception especially as a fan. As much of a fan as I 
am and was growing up, it's kind ofthis perception that it's all larger than life and 
it's all very exciting, and then you kind of see some dysfunction. When I say 
'behind the curtain' I mean kind of how their organization is operated and just it's 
not as glamorous. There's a lot of dysfunction and I feel like it was definitely a 
turn off. It sort of turned me off to even the organization, so I was, I'm happy to 
have got out of it and still be able to enjoy it like I do (Participant 2). 
This participant was disappointed in his experiences in the field of sport management. As 
a fan, he had expected his exposure to the field to be different from reality. This 
disappointment led him to explore opportunities in alternate fields to preserve his 
fandom. The field of sport management was not the only area that created feelings of 
disappointment in participants. 
Participants in this study expressed feelings of disappointment related to sport 
management positions and careers. Their expectations for jobs within the sports industry 
were not met by the positions available. In one particular organization, Participant 6 
(male, age 42) felt that employees were afraid to be creative; he explained that it was 
"very frustrating. You'd be talked down to, and not just me, but everyone that came in 
there with me ... [it was] very cynical" (Participant 6). He described his ideas as valid but 
unheard in the organization (Participant 6). He felt disappointed that he was not welcome 
to share ideas and suggestions. He explained that his graduate degree should have 
afforded him more opportunities to share knowledge and make decisions (Participant 6). 
He also felt disappointed that the individuals he was working with were afraid to be 
creative. These feelings were related to one particular organization and not expressed by 
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other individuals. It is unclear if sport managers are afraid to be creative or share ideas in 
other organizations. Related to sport management positions, Participant 2 (male, age 29) 
was disappointed with his job prospects after graduation. He was unhappy that he was 
only considered for sales positions and wanted to explore other sport management 
opportunities. He explained that "immediately upon graduation that was kind of the path I 
was hoping for, but I guess once I saw and was more educated on what it would take to 
get there I was no longer interested" in that area (Participant 2). He felt restricted by sport 
management opportunities and wanted the option to explore other areas of the industry. 
He chose to leave the sports industry in search of other opportunities in part because of 
his disappointment with his job prospects. Feelings of disappointment related to sport 
management positions were expressed by two participants for different reasons. 
However, each specifically mentioned jobs in the sports industry as causing 
disappointment. 
Finally, participants expressed feelings of disappointment at the difficulty of 
obtaining full-time employment in the sports industry. Participant 4 (male, age 26) 
worked in a sport management position that was cancelled. He was disappointed that he 
had found a job he enjoyed, but his position was not renewed after one year. He was then 
forced to conduct a new search to obtain full-time sport management employment. This 
search had been unsuccessful and at the time of the interview, he was still seeking full-
time employment. Participant 6 (male, age 42) described his own experiences trying to 
obtain full-time sports industry employment. He said, "I've told them why I'm qualified 
-I'm not just some guy walking in off the street who doesn't know what he's doing," but 
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that did not make it easier to find a position in sports (Participant 6). He felt disappointed 
that his academic and professional experiences did not assist him in gaining full-time 
sports industry employment. Participant 9 (male, age 36) illustrated his desperation to 
find a position. He explained, the positions he applied for: 
didn't pan out. At the moment I'm actually just looking for something that can pay 
the bills. I'm trying to focus on something entry level. It would be great if it was 
sports related, but I'm pretty much open to anyone that calls me at the moment 
(Participant 9). 
He continued to explain his current position as an intern, "I usually pull ·out 50 or 60 
hours a week, but of course ... I'm not paid. So I'm still looking for work. I really wish 
they would pay me. It's an awesome job. I wish they could pay me" (Participant 9). He 
was disappointed that he was unable to find sports industry employment. He needed to 
find a paying position, but was not restricting himself to the field of sport management. 
Disappointment at the available jobs in the field was mentioned by participants who were 
seeking full-time employment. . 
Participants discussed feelings of disappointment during interviews. These 
feelings were related to the field of sport management, positions within the field, and the 
difficulty in obtaining sports industry employment. Disappointment was not the only 
sentiment expressed; other participants discussed feelings of enjoyment surrounding sport 
management. 
Enjoyment of sport management 
Participants in this research study expressed feelings of enjoyment surrounding 
sport management. Enjoyment was related to the field of sport management or 
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surrounding the workplace. Happiness, love, and enjoy were words used to describe these 
feelings, but to simplify, enjoyment was used to categorize this emotion. 
Several participants expressed enjoyment and love of the sports industry. They 
explained their love of sports and thus the industry in detail when asked about the field of 
sport management. Participant 24 (female, age 27) described her feelings, "I'd always 
loved sports and it just seemed like a good fit" for a career. Her love of sports influenced 
her love of working in sports. She continued to explain that she "absolutely love[ s] 
working in the sports industry .. . I don't feel like I'm going to work every day, I feel like 
I'm just having fun" (Participant 24). These feelings oflove and fun were common 
among participants. Participant 17 (female, age 32) described her feelings about the 
sports industry. She remarked, "I adore it. I feel very fortunate to work in sports every 
day . .. I'm also fortunate in that what I went to school for is actually what I'm doing" 
(Participant 17). She was happy and proud that she was able to use her sport management 
education on a daily basis in her current career. She described herself as fortunate to be 
able to apply the skills she learned in school to her career (Participant 17). Other 
participants reinforced this sentiment. Participant 7 (male, age 24) expressed that he 
enjoyed and followed sports. He chose sport management because he "just loved 
everything about it" (Participant 7). He explained that his choice of college major 
stemmed from his love of sports. Participant 1 (male, age 29) explained his reasons for 
choosing the sports industry, he said: 
It's just one my passions. It's just fun. It's kind of easy. A lot of people relate and 
when you talk to someone and they're asking where do you work, and they're 
always just like, 'Oh, that's so cool', and everything, so the sports field is just 
huge business (Participant 1 ). 
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He enjoyed the field of sport management, but also enjoyed the prestige that came with 
working in the industry. Participants often expressed their love of the sports inqustry as a 
whole. 
Other participants loved the opportunities that sports offered. Participant 27 
(female, age 31) explained her love of the sports industry was "because of the 
opportunities you can be afforded through a sports career and some of the perks are pretty 
incredible". She went onto explain the events and experiences that she had through sports 
that were unlike many other industries. These experiences encouraged her to continue her 
career in sport management. Participant 19 (female, age 25) reinforced this sentiment. 
She said "I feel that... the job is definitely great. You get to do amazing things that not 
many people get to do" (Participant 19). She also felt that the industry offered something 
that she could not get in other careers. The exclusivity of working in sports appealed to 
this participant. 
Finally, the love of sports, sport management, and the career led participants to 
love their jobs. Participant 25 (male, age 32) expressed his love for the field of sport 
management. He exclaimed: 
I love it! When I sit and think about I feel very lucky. I was able to go to a school 
that helped me out. I was able to make connections that helped me out. I've gotten 
into the niche I wanted to ... everything has worked out. I love it. I love going to 
work. I love knowing that I work for the team and get enthusiastic about them and 
it's great (Participant 25). 
He had strong feelings about the field. Those feelings about sport led to his feelings about 
the workplace. His love of sport management bordered on enthusiastic. 
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Participants expressed feelings of enjoyment surrounding the field of sport 
management. They enjoyed the field, the exclusivity that came with their sport 
management experiences, and their jobs in sport. Beyond enjoyment, participants 
expressed enthusiasm about the sports industry. 
Enthusiasm about sport management 
Feelings of enthusiasm surrounding the field of sport management were reported 
by participants. These feelings were more than comments about enjoying the sports 
industry; they were mentions about love and passion for sports. Enthusiastic mentions of 
sport management were related to the field of study and the workplace. 
Participants mentioned feelings about sport management that was interpreted as 
enthusiasm by the researcher. Comments related to the field were frequently discussed. 
Participant 28 (male, age 29) explained: 
I've always had a love for sports and everything and the business of sports I 
thought would be a good avenue to go down because it sparked an interest in 
me ... So it just kind of combined two things that I really love, sports and 
business. It was definitely appealing to me in that regard (Participant 28). 
He went onto express his love of the sports industry. His emotions went beyond 
enjoyment, he truly loved his job. Participant 24 (female, age 27) described her 
experiences in sport management as amazing. She explained that the atmosphere of large 
scale sporting events "was an incredible experience" (Participant 24). She continued to 
gush over her experiences in sport management and her love of the industry. Participant 
17 (female, age 32) expressed her thoughts on the field of sport management. She 
exclaimed: 
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Sports is actually one the only thing that gets me out of bed in the morning. I 
enjoy it and I participate; I volunteered, I've coached, I've done numerous things 
over the years and I decided why not try a chance at working in the industry 
(Participant 17). 
She had changed career paths to pursue sport management and loved what she was doing. 
The emotions expressed by participants about their positions showed a high level of 
enthusiasm and excitement for the field of sport management. 
Feelings of love about the sports industry were often discussed by participants. 
Participant 14 (female, age 28) described her feelings about the sports industry. She 
mentioned: 
I love it. I mean it's just -- it's so exciting and so fast-paced and I actually like it's 
something different every day. And it's just kind of motivating when you turn on 
the news or ESPN or whatever it is and you see that on news [they are] talking 
about where you work ... It's just a fun industry to work in I think and you're 
always kind of motivated by what you're doing. So that's why I was drawn to it 
and that's why I'm still interested in it (Participant 14). 
Even though she was not currently a full-time sports employee, she loved this career path. 
She described her feelings about sports as motivating, fun, and exciting. She also 
discussed her options to return to sports industry employment. Participant 6 (male, age 
42) described himself as a sports nut. He explained that sports: 
was my passion. That's what I've followed since I was able to actually realize 
what was going on and what I was watching ... There's something that everyone 
has a passion for, myself included, and that's what I wanted to do, make a career 
in sports (Participant 6). 
He used his passion for sports to forge a career in the sports industry. Participants 
expressed passion about the field of sport management, being a sports fan, and their love 
of sports. It is unclear if professionals in other industries express a similar level of love 
for their fields. 
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Feelings about the field of sport management were combined with feelings about 
the sports industry workplace to show participants' enthusiasm. Participant 30 (male, age 
24) described his experiences in sport management as awesome. He explained, "I really 
got to do everything and anything that you could possibly want to do in an organization". 
He loved that he was able to explore different types of roles within sport management 
during his career. He was not tied to one position within a sports organization. Participant 
28 (male, age 29) explained his love of the culture in college athletics. He described it as 
"a much neater place to work than many of the other places that I've worked in my life" 
(Participant 28). Beyond his love of sports, he enjoyed the environment that college 
athletics could provide. 
Participants described their feelings about the field sport management in many 
ways. Some participants expressed feelings of disappointment with their choice of 
industry, while others expressed feelings of enjoyment and enthusiasm about the field of 
sport management. Feelings about the field of sport management influenced participants' 
career decisions and choices, as well as assisted in expectation setting for graduates of 
sport management degree programs. Participants who anticipated a love of their jobs, but 
were disappointed in their positions may be less likely to remain in the field. They may 
have regretted their choice of industry. Meanwhile participants who expressed love and 
passion about the industry may have been more willing to stay in the field of sport 
management. They could have been more willing to persevere during difficult times due 
to their love of the sports industry. It appeared to be an individual decision to stay or 
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leave the field of sport management, but feelings about the industry influenced that 
choice. 
Internships in Sport Management 
Internships in the field of sport management seemed to be common and an 
important rite of passage for graduates of sport management degree programs. Each 
participant interviewed had done an internship in the sports industry with many 
participants completing multiple internships. Some details to note, internships completed 
were full-time, part-time, or game day-only positions. The hours worked during an 
internship varied greatly by position. The discussion of hours required in sport 
management was included in a previous section. With many internship positions 
requiring extensive or non-traditional hours, interns were introduced to the field of sport 
management. The length of internships also varied with some as short as a few weeks and 
others lasting up to one calendar year. Internships were mostly unpaid, while a few 
earned stipends. Many interns received college credit. The mentions of financial factors 
in sport management were previously discussed. Related to internships, participants 
discussed the variety of tasks performed and an identification of learning. 
Variety of tasks performed 
Graduates of sport management degree programs who participated in internships 
indicated a variety of tasks performed in the workplace. Interns executed a wide range of 
duties from administrative work in an office to game day activities. Since internships 
were common in the sports industry, this section describes several experiences within 
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sport management. Given the breadth of the industry, the following section was divided 
into areas of internship: high school, amateur, college, professional, media, and facilities. 
It is possible that participants gained a different type of experience and exposure to tasks 
based on the area of their internship. 
High school 
Participants discussed internship experiences in high school athletic departments. 
They performed sales, development, and event planning duties. For Participant 10 (male, 
age 24), the main project of his internship was the fundraising and installation of a video 
board at the high school athletic facility. Participant 10 had not intended to complete an 
internship in high school athletics, but a last minute issue created a need to change plans. 
He explained his position as: 
the athlete director's right-hand person. They had never had an intern before, so it 
was kind of new for them, but it actually turned out something to be pretty 
positive so what I ended up doing was kind of ... [working] on overall direction of 
the athletic program ... so I did everything from selling sponsorship stuff, so 
basically I'd help bring in the revenue ... I helped [with fundraising and 
installation] of a jumbotron to be put in and installed at the high school football 
field (Participant 1 0). 
He reflected on his experiences with pride for this high school to install such an advanced 
piece of equipment and referenced the future projects of the school (Participant 10). He 
was happy that he was able to complete an internship and graduate, even though his 
original plan had been to intern elsewhere. Participant 26 (female, age 26) explained her 
duties in a high school athletic department: 
I was in charge of certificates, making sure that we had all the names spelled 
correctly and making sure that they were produced. I actually did a little bit of 
shadowing in the athletic training room, as well, with that, sent down notices to 
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the coaches throughout the school to make sure of the upcoming banquets. I 
attended the banquets, and the first one I attended I kind of took notes on it and 
tried to figure out ways that maybe it could run better logistically. And I created a 
proposal for that and was able to actually help manage the next banquet 
(Participant 26). 
Her duties were surrounding administration and event planning. She was able to build on 
these skills in her future career in sport management. These two participants discussed 
varied experiences in high school athletic departments. Participants also discussed the 
variety of duties with positions in amateur sport. 
Amateur 
Few participants mentioned internship positions in amateur sport organizations. 
However, Participant 27 (female, age 31) did multiple amateur sport internships. With 
these well-known organizations, she performed event management and marketing 
functions (Participant 27). She spoke highly of her internships within these organizations. 
Participant 26 (female, age 26) completed an additional internship with an amateur sports 
organization. She explained that her position: 
was an operations internship so I did a lot of communicating with the coaches, the 
volunteers, everybody outside of the office was a volunteer so it was very 
volunteer-run in terms of having all ofthe officials, all of the umpires ... Making 
sure that we had coverage for each game that was going to be taking place, 
making sure that every game had the proper equipment, making sure that each 
game had the balls that were necessary, that every team had their uniforms 
beforehand ... Making sure that away teams receive jackets, making sure that all 
that equipment and what have you was on site all the time so a lot of site 
management with that. Served as a site rep, I was actually the head site rep for a 
six-on-six field hockey tournament that I was in charge of as well. And for that 
we broke down the tournament seating and what have you with that. A lot of 
talking with coaches, problem solving in terms ofifthey couldn't secure a facility 
for try-outs or for practices leading up to the games. We had to keep an eye on 
weather constantly, just in case there's thunderstorms' coming in, and ifthere 
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were making sure that everybody stays safe, got under shelter, got off the field if 
there was a thunderstorm (Participant 26). 
She had performed several internships and described them in great detail. Her positions 
exposed her to a wide range of sport management experiences that helped her focus on 
her goals for employment. Amateur sport organizations provided internship opportunities 
for a select number of study participants. However, internships in college sports were 
popular and performed by many study participants. 
College 
College athletic departments were a popular location for sport management 
internships. Participants referenced a variety of experiences in their college athletics 
internships, including intramurals, marketing, and facility management. While some 
participants were focused on one area during their internships, others completed a wide 
range of tasks. Participant 28 (male, age 29) explained he "was primarily involved with 
running their intramural program". He worked with student-athletes and scheduled 
recreation opportunities during that position. Participant 23 (female, age 23) was more 
involved than she expected in her internship. She discussed: 
I didn't think I was going to be as involved as we were, but not in a bad way. It 
ended up being a good thing. I thought it was going to be more of a behind the 
scenes desk job, but we were out there in center-court running promotions at the 
basketball games. I was up in the booth at baseball games or softball games 
playing music and just really interacting with the fan base as well as doing a lot of 
planning and making sure that everything runs as it should (Participant 23). 
She was surprised that her experience involved so many duties and she was able to learn 
a range of sport management functions. Participant 12 (male, age 38) described his 
position in a sports information office. He explained, "I did things like stats ... for soccer 
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and volleyball and field hockey. I was a stat caller for men's and women's basketball. I 
wrote weekly and game releases, did layout on media guides, did all sorts of traditional 
SID [sports information director]-type work" (Participant 12). His experiences were 
similar to what a full-time sports information director would perform. This internship 
helped him to build his job skills. Participant 11 (male, age 27) was also able to perform 
several duties in his internship. He explained: 
We did everything from cutting grass to painting the fields . .. , fixing scoreboards 
and really all encompassed everything. We were operation managers for women's 
softball. That was really about the only sport I did as far as the operation aspect 
goes, maybe volleyball in some ways. But our main responsibilities were really 
taking care of the arenas and the stadium and some of the outdoor venues that we 
have there. That was really when I decided that this is what I was going to do, was 
going to be in athletic facilities (Participant 11 ). 
He performed a variety of duties that revolved around facility management. This position 
helped him to later become a facility manager in a college athletic department. Participant 
16 (male, age 23) completed an internship in a college athletic development office. He 
described it as "your stereotypical, cookie cutter, type internship. You had to do the 
things with mailers and just do that type stuffthat are in most internships" (Participant 
16). He believed that his internship experience was normal for sport management. While 
he enjoyed his position in college athletics, he chose to seek employment in another 
subfield. Internships completed by study participants ranged in the variety oftasks 
performed. While some participants had focused positions, others had internships that 
encompassed multiple duties. 
Participants performed several different tasks as part of their college athletics 
internships. Participant 26 (female, age 26) explained that she "would do a little bit of 
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everything, working under nearly everybody" in her position. She performed tasks in 
sports information and event management. She also "manually kept track of the 
statistics ... took a lot of photos, did a lot ofPhotoshop work, submitted photos and 
information to the conference at the end of the season" (Participant 26). Additionally, 
Participant 26 explained: 
I was an announcer ... , worked on programs, put together the programs, helped 
out one of the coaches put together a pamphlet for his upcoming summer camp . .. 
I did a lot of office work. I got to see how they went about choosing different 
jerseys, different uniforms, talking with the different constituencies that were 
involved with the new uniforms. I did a lot of work in terms of helping with the 
camps that were run through the coaches on campus ... I answered the phones and 
I was able to pencil out a little bit of communication to the college office for that 
one .. . I did a lot of event management . . . made the announcements, I also was in 
charge of making sure we had enough students covering the games on the 
sidelines (Participant 26). 
While not a complete list, this quote showed the range of skills performed during her 
college athletics internships. From announcing during games to selecting new uniforms, 
she was exposed to a variety of experiences in her position. College athletic department 
internships were a popular choice for sport management students. 
One participant obtained internships in college and professiomil sports 
organizations. He had completed multiple internships in several different areas. Instead of 
splitting his experiences up between subfield, it seemed logical to include his explanation 
of internships as one section. Participant 5 (male, age 26) described his various positions: 
Let's see, I started off freshman year, I went right down to the. :. Athletics 
Department and I said. 'Here I am and I want to do stuff, and they were great 
with that. I worked with . .. their marketing. I went in once a week and did some 
things in the office, everything from [graphics] that went up on all the TV s around 
campus that promoted when the football game was coming up. I did some trivia 
for the website. Worked some of the basketball and football games and also 
freshman year I did [a minor league internship] and got to work on game days in 
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that and worked some in the office ... And then sophomore year I went ... [to a 
professional team] and said, 'I kind of came [here] ... to work for your team. I'm 
here because I want professional pro sports experience'. So I started working for 
them on game nights sophomore year doing like a game day role. It was Greeter, 
so if you asked people to come in, kind of like a promotions spot and handing out 
giveaways. We'd be running some of the different concourse activities they had 
and doing some of that stuff. And that evolved, and like three years I worked with 
them every year. By the time my senior year I was doing a full-time internship 
with them and I was actually leading their group of leaders that was a group of 20 
people that they kind of put me management of. Then also with ... [another 
professional sports team] I worked a year and a half in the ... ticket office. That 
was kind of a prolonged internship. They kind of let you do more than just the 
sales. They had you do marketing. They had you do PR. They had you do gaming 
relations, and that was an experience because 1) was paid and 2) it was as many 
hours as you were available and it wasn't really a set ending. It was kind of, you 
left when you were ready to leave. The downside was there were no open 
positions with the organization. So it was either complete out the internship or get 
out and leave on your own terms. And yeah, I think that's everything I did in 
college. Oh no! I also did [one with another minor league team] . I did an 
internship with them where I'd go into the office one day a week and then work 
their games also (Participant 5). 
Participant 5 completed several internships during his sport management education. He 
was able to work with both college and professional sports teams and learn a wide range 
of skills. He was later able to use these experiences to obtain full-time employment in the 
sports industry. 
Professional 
Professional sports allowed many participants the opportunity to gain practical 
experience in the sports industry. Participants were drawn to the professional sport 
subfield of sport management when selecting sites for internships. Professional sport 
internships were completed in major league sports, minor league sports, and professional 
sport competitions. Individuals had unique and varied experiences in this area of the 
sports industry. 
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Participants discussed working on game days in professional sports. Participant 7 
(male, age 24) explained, he worked all home games and into the playoffs. He described, 
"working the club, smiling, greeting people, helping out the [persons with disabilities] .. . , 
telling people where to go, what to do - I was a concierge on game days, concerts, 
things like that" (Participant 7). He only worked game days in this position. Participant 
19 (female, age 25) was also a part-time intern. She said: 
I was in charge of booking all of the cheerleader appearances, their shows, and 
making sure the contracts were in ... helped handle cheerleader payroll .. . handled 
all the merchandise . .. taking the order, filling the orders, keeping track of the 
orders, and the mail or database of all our clients, all our customers (Participant 
19). 
Her part-time role had a lot of responsibilities within this professional sports 
organization. Participant 10 (male, age 24) was a full-time intern with a professional 
sports team. He described his role within the community relations department as a lot of 
responsibility. He explained that he would "try to talk to some of the pro players ... and 
get some commitments from them to go out and do different community initiatives" 
(Participant 1 0). He continued, he would go to local schools: 
trying to promote healthy living and exercise for 60 minutes ... Then there's other 
things like there's breast cancer awareness month that the . .. [league] has, so one 
of my biggest projects that I had to do was come up with the special piece of 
memorabilia for the breast cancer awareness team, which was in October, so 
trying to fmd an item that's going to make not only the fans happy, but also get 
the message across for the breast cancer awareness. I have to come up with an 
item that would .. . [be] not only a symbol, but also try to get the fans happy about 
and obviously the awareness of breast cancer (Participant 10). 
He also discussed working with large nonprofit organizations to support members of the 
community (Participant 1 0). He expressed positive sentiments about his internship and 
was later able to obtain a full-time position with the same sports organization. Participant 
178 
14 (female, age 28) described her internship experience as doing "a million different 
things". She completed two professional sports internships. She explained producing 
events: 
working essentially in the marketing to get silent and live auction items, speaking 
with celebrities who would be able to make it to the events, speaking with 
potential sponsors or cold calling, things like that. I also researched free agency 
and created recruiting presentations as well. And then kind of by the time I left I 
was mainly creating and producing the recruiting presentations then going out in 
certain meetings with her to meet with potential clients . .. [in the next internship] I 
was in the sponsor relations department within the marketing department, so I 
would send out the weekly ... pre-presentations about each client for the sales 
people so they had a grasp of current events and what was going on with our 
clients. And then I had also helped ... with the tailgate party (Participant 14). 
Her internships gave her exposure to multiple sports industry roles. Participant 14 was 
also able to gain full-time employment with the organization where she last interned. This 
progression from an internship appeared to assist participants in obtaining full-time sports 
industry positions. 
Beyond major league sports, participants completed internships with minor league 
sports teams. Minor league sports were available in smaller cities, which allowed students 
to intern close to home or their college/university. Participant 8 (male, age 23) described 
his experiences in minor league sports. He explained his progression: 
I was there all four years of college, started out the first two seasons was just 
[game days] . . . worked with the kids club, kind of the base of the hockey team 
with the little kids interacting, stuff like that and then also worked on the 
merchandise side of things and selling the t-shirts and the little foam fingers and 
all that fun stuff. The third year I actually started to be a day time employee when 
I wasn't in class, got to see the whole behind the scenes on merchandise side of 
thing ... [Then I became] supervisor for merchandise department. All of the [game 
day] ... employees actually answered to me ... [In my next minor league 
internship, I did a] little maintenance, cleaning bathrooms, making sure signage 
was up, plans went correctly ... [checked in with the] parking attendant to make 
sure they had the money boxes they needed, helping out the turf crews when it was 
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one of those rainy days with tarp pulls and making sure [they were all set] on the 
field (Participant 8). 
He was able to use his experiences in minor league sports to expand his skills in sport 
management. By spending his entire college career with the same team, he was able to 
increase his responsibilities and eventually become a supervisor for a department. 
Participant 16 (male, age 23) explained that his internship with a minor league team 
allowed him to perform a variety of tasks. He boasted about his experiences as a game 
day promotions staff member: 
I actually applied just as marketing intern back then. But they were actually hiring 
for a game day crew and they liked my personality, so that's actually how I landed 
that. Little did I know that I would almost be like a mini celebrity for the next 
couple of seasons ... During that time it was almost as if yeah, you're an intern and 
you're kind of the bottom of the barrel, but during the games it was almost like 
you were a mini celebrity. And that aspect was pretty cool. I was literally signing 
autographs after and during some of the games for some of the kids. It was 
probably like two or three games, nothing crazy, but it was just the fact that 
someone was coming up to me asking me for an autograph (Participant 16). 
He enjoyed the prestige or fame that came with being recognized at sporting events. Even 
though he had applied for a different position, the game day position allowed him to be 
recognized and feel admired by children. This experience made the internship worthwhile 
for this participant. 
Within professional sports, Participant 27 (female, age 31) worked for a league 
office. She explained her role as public relations and communications. She tracked news 
stories, reported them to staff members, and managed league-wide award voting 
(Participant 27). She described in further detail: 
I did the press releases, the conference calls to media ... It was kind of just all 
their PR communication ... I went with my boss when he appeared on several TV 
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shows and radio interviews. So it was kind of just going along and watching as he 
did all that as well (Participant 27). 
She mentioned that there was very little turnover in that league office (Participant 27). 
Employees enjoyed their experiences there and rarely left those positions (Participant 27). 
She reflected that if a job had been available, she would have stayed with that 
organization after her internship ended (Participant 27). Even though a full-time position 
was not available, she was thankful for the experience with the organization and the skills 
she learned during that internship. 
Participants discussed their in-depth experiences in professional sport 
organizations. Whether it was a professional sports team, minor league team, or league 
office, participants were exposed to a wide range of tasks and duties that helped prepare 
them for the workforce. Beyond traditional team sport environments, participants 
explored other areas of sport during internships. 
Media 
The media is a growing area within the sports industry. This appealed to a sport 
management student as a location for an internship. Participant 32 (male, age 25) 
explained in his role, "I was responsible for developing show content, answering phones, 
transcribing interviews, and then just the daily- the intern stuff, get coffee, print out 
stuff, make copies, all that kind of thing". Participant 32's internship in an area of sports 
media exposed him to a variety of sport management experiences. He was able to 
network during this position and later obtain a paying position with this media outlet. His 
internship allowed him to experience a new area of the sports industry that he learned to 
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love. While many participants did not intern in areas of sports media, this participant was 
able to expand his knowledge and find a subfield of sport management that he would 
later focus his career on. 
Facility management 
The final subfield of sport management discussed as a location for internships was 
facility management. Facilities ranged from small, single purpose, to large multi-use 
facilities. Participants completed a range of tasks associated with internships in facility 
management that helped them prepare for the workforce. Participant 29 (male, age 23) 
examined his experiences in facility management: 
We had a concession stand there and I ran that. That was probably most of it. 
There were a lot of overnight things that we did that I had to be there for. We had 
overnight softball tournaments that went from 6:00p.m. to 6:00a.m. That was 
kind of a rough shift. A lot of computer stuff, a lot of accounting, I did our books 
for the previous year. People would prepay for leagues or pay for leagues by the 
week and I put that money in the system. And then field maintenance, field setup, 
that kind ofthing ... Make sure the equipment's working. We had a pitching 
machine that I had to do maintenance on. Making sure the donie had appropriate 
temperature and pressure readings (Participant 29). 
His internship in this smaller facility required him to perform a wide range of tasks from 
maintenance and repair to accounting and administrative work. While he did not enjoy 
the overnight shifts, he did learn technical and repair skills in this position (Participant 
29). Participant 9 (male, age 36) worked directly for the general manager at a small sport 
facility. He discussed his experiences, "I got to work in a really small work environment; 
there were only really three people in the business ... I got to see how many different hats 
that he wore" (Participant 9). He was able to learn about the complex position of facility 
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manager through this position. He went onto explain that the general manager made some 
mistakes along the way. He said: 
We were in the process of putting together a new league and ... [the general 
manager] got really focused on little details and because of that he did not focus 
on the big picture with regards to some of the marketing and advertising. So we 
lost some revenue because we were so focused on the little things and not 
overarching things (Participant 9). 
He learned a valuable lesson in that position. As a facility manager, he explained, you 
need to be aware of several different aspects of the position and multi-task well 
(Participant 9). His manager's failure to do so hurt the business. This experience made 
Participant 9 more aware of skills he needed for the workplace. 
In a seasonal position with a parks department, Participant 4 (male, age 26) "did 
general cleanup of the parks, like in the bathrooms, pick up trash, I was given more 
responsibilities than some of my other co-workers for seasonal, like how to do irrigation 
repairs, hydrate, dock lines and bow lines" (Participant 4). His experiences as an intern in 
facility management for the parks department led to a longer-term position. He worked 
for many years with that department after his internship ended because he developed the 
skills needed for the job (Participant 4). Participant 8 (male, age 23) was also able to 
obtain a paid position from his internship. He interned in the marketing department of a 
sport facility. He was able to "help behind the scenes with r~search for clients, helping 
put together the presentations and proposals so the sales guys could continue to sell" 
(Participant 8). He went onto explain that event days were a little more hectic. He did 
"everything from golf cart rides ... to getting cases of water" (Participant 8). His 
internship with this facility exposed him to administrative as well as facility management 
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duties. He became a full-time sales person at this facility after completing his internship 
and networking with the staff. 
Participants explained a wide variety of skills used during internships. Given the 
volume of information provided in this area, sport management internships were split into 
subfields of the industry. Internships were completed in high schools, amateur sports, 
college athletics, professional sports, sports media, and sport facilities. Additionally, 
participants mentioned the benefits of internships and the ability to learn hands-on sport 
management skills. This added to the overall positive feelings about sport management 
internships and their ability to help graduates gain full-time sports industry employment. 
Identification of learning 
Participants who completed internships in the sports industry referenced learning 
as a benefit of those positions. Identification of learning represented an acknowledgement 
by participants of education through internships and applied experiences. Participants 
referred to internships as opportunities to learn sport management skills. These 
experiences during internships were often discussed as allowing participants to learn 
more skills than they had during their sport management education programs. 
Internships were used as a way for students and graduates of sport management 
degree programs to obtain real world experience. Participant 28 (male, age 29) explained 
in his internship: 
I went in there really with an open mind and ready to learn as much as I could 
about the industry and stuff. I'd never had any experience working for any kind of 
sports organization. I really didn't know what to really expect; I just had a bunch 
of ideas in mind. I didn't learn as much as I thought I would. A lot of it was just 
learning on the go, being able to adapt to a new atmosphere, certainly being able 
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to interact [in] different ways with different people. It really required a certain 
amount of discipline and interpersonal skills to survive that (Participant 28). 
Use of the word "survive" implies the nature of this position was less than ideal. 
Participant 28 went on to discuss some negative interactions with students as a challenge 
to the position, but it was overall a positive experience. Given that this was his only 
internship, it allowed him to apply knowledge from his coursework into the sports 
industry. His expectations for the position were that he would have more opportunities 
for learning than he was afforded. 
Another participant referenced learning his preferred way to be managed during 
an internship. After his coursework, internships allowed this participant to compare 
management techniques and examine his preferences. As Participant 7 (male, age 24) 
described, "another thing I learned was just learning different styles of management from 
the people that managed me. So I just watched over how I was managed, what I liked, 
what I didn't like" (Participant 7). This applied experience gave him the opportunity to 
discover his own style. He continued to explain that he also learned, "how the 
organization was run from an operational standpoint" (Participant 7). He realized that an 
organization's operations were critical to understanding different management choices. 
While mentions of internships were mostly positive and provided valuable 
learning opportunities, one participant referenced learning that his expectations were not 
in line with an organization. This was a difficult lesson, as he learned that his job 
prospects were not as positive as he had planned. Participant 2 (male, age 29) voiced his 
frustrations when he explained: 
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I guess I felt like going to work somewhere for free, I would get a serious look, 
and I guess I learned as I was there that there wasn't really much opportunity to go 
from an unpaid internship to any kind of full-time position (Participant 2). 
He realized during this position that his chances of obtaining full-time employment from 
his internship were not as high as he expected. 
Internships are designed to allow students the opportunity to try a given career 
while in school. Learning is an essential part of this process. Participant 25 (male, age 32) 
learned through his internship that college athletics was not for him. His position was in 
sales and marketing for a college athletic department. He explained, "I knew it was going 
to be kind of a deep dive into the marketing of college athletics. So from the expectations 
it's what I thought it would be, but I just learned that college athletics wasn't for me" 
(Participant 25). This hands-on experience taught him that he was not interested in this 
subfield of sport management. Despite this discovery, he acknowledged that he learned a 
great deal during that position (Participant 25). He continued "I really learned mostly on 
the job ... most of the skills set and what I learned and use day to day came from the 
experience" of working in the field (Participant 25). He discovered that he did not want to 
pursue a career in college athletics, although he credits his internship with teaching him 
important sport management skills. 
Sport management students often did not have applied industry experience until 
they completed internships. Participant 27 (female, age 31) acknowledged her lack of 
experience in the industry before completing an internship. She explained, "So I really 
had no idea what to expect. .. , but it was exciting. I learned so much. I actually grew up I 
think a lot that summer. So it was great" (Participant 27). She was early in her college 
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career and believed her internship gave her the opportunity to mature and gamer valuable 
sport management skills (Participant 27). She credited the internship program with 
"really taking care of their interns and just making sure that you're learning and having a 
good experience, it was an excellent internship from that perspective" (Participant 27). 
Even after working for several years in the sports industry, she spoke fondly of her 
internship and all the skills she learned. 
An internship can teach more than just applied sport management skills. 
Participants learned networking, professionalism, and how to navigate the industry. 
Participant 23 (female, age 23) discussed an internship she completed with a minor 
league team. She referenced learning that it took more than an education to make it in the 
sports industry. She said: 
Basically, just the biggest memory and the learning that came out of everything 
was the more experience that you have, the better. The more ahead of the game 
that you'll be because your GPA can only get you so far, but with the experiences 
you'll gain a lot of insight and I also gained some really great friends from all my 
internships, so that was also a plus (Participant 23). 
She learned more thanjust on-the-job skills during her sports industry -internship. She 
learned the importance of building her resume and making connections in the field. 
Participants made explicit mentions of learning during sport management 
internships. Internships taught participants hands-on sport management skills, what to 
expect in the workplace, their personal likes and dislikes, as well as, the importance of 
experience combined with education. Internships provide sport management students 
with a variety of skills that may be used in the workplace as well as opportunities for 
learning. Internships have proven to be a valuable part of a sport management education. 
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Influence of Significant Individuals 
Significant individuals in a participant's life influenced career decisions. 
Significant individuals fell into the following groups: family, friends, mentors, 
professors, and network. Participants referenced these individuals offering suggestions, 
giving advice, and providing support related to career choices. 
Family 
Participants relied on guidance and support from family members when making 
career related decisions. Family members mentioned included parents and spouses. As a 
student, participants sought assistance from their parents to make career choices. 
Participant 13 (male, age 24) described his decision making process for choosing sports 
management. He explained, "the first time I really thought about it, I think my dad 
actually emailed someone at the ... school to kind of get more [information] about sport 
management or sport administration" (Participant 13). His choice to become a sport 
management major in college was influenced by his father making the initial contact with 
the university. Beyond deciding to major in sport management, his parents provided 
financial support during his unpaid internship. He explained: 
I tried to look for a paid one first but my parents helped me out with that. I'm 
grateful for that .. . I don't think I would have been able to get the job I have today 
if I didn't have that experience (Participant 13). 
He was thankful for the support his parents provided that allowed him to complete an 
unpaid internship which later helped him to obtain full-time sports industry employment. 
Participant 8 (male, age 23) also received parental help for his internship. He explained 
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that his parents were season ticket holders with a local sports team (Participant 8). He 
contacted their sales representative to ask about an internship and that connection helped 
him get his first position (Participant 8). Internships often required long hours and did not 
allow time for other positions to earn money. Participant 16 (male, age 23) reinforced this 
concept, he said: 
I don't know how, unless you have the support from parents, as a lot of people do, 
or you have a lot of money saved up, it's very difficult to do an internship ... 
unless you have some type of hookup with someone just to cover the costs 
(Participant 16). 
He knew that without the support of his parents, he would not have been able to 
participate in an unpaid internship. Parental support helped participants complete 
internships in the sports industry. Those internships aided their abilities to obtain full-
time employment in the field. Participant 10 (male, age 24)'s work ethic came from his 
parents and grandparents. They taught him "to always do the best at what you can do" 
(Participant 1 0). He wanted to be able to provide for his family like his father and 
grandfather had done (Participant 1 0). He explained, "if you want those things you've got 
to go out and work for it and so that's why I set goals for myself' (Participant 1 0). He 
was influenced by his family's work ethic and wanted to move up within his sports 
organization to be able to provide for his family. Participants were influenced by their 
parents when making career decisions and choices. Parents also provided financial 
support during unpaid sports industry positions. 
Parents were not the only supporters of participants. Spouses influenced the career 
decisions of graduates of sport management degree programs. Participant 31 (male, age 
29) explained his situation: 
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At around my junior, going in to my senior year is when I got married and had my 
first child and things started rolling after that so I didn't really ... have any 
opportunity to volunteer for football here at a stadium or volunteer ... for a game 
or you know, any of that stuff, I was at home (Participant 31 ). 
He saw his wife and child as "a big wake-up call" which helped him set priorities 
(Participant 31 ). He was influenced by his personal situation to make career decisions. He 
explained, "My definition of succeeding is I have a job that will pay for the food and the 
house and all the fun bills and shoes and bicycles and all that fun stuff that the kids have 
to have" (Participant 31 ). Later, he was married with children when he made another 
career choice. He explained: 
I did four years overnight [for a sports facility] and I think it just takes a special 
person to either stay on that shift or maybe a retired person to work those hours. 
Any younger person, yeah, can do it, but I had a family and wife and kids that I 
rarely ever saw (Participant 31 ). 
He chose to leave his sport management position to have a more regular schedule for his 
family. He was unhappy with his current career outside of the sports industry, but 
continued, "I do my job because it's what I do and it's what's going to pay for what I get 
to come home to with the wife and kids" (Participant 31 ). His family had a major impact 
on his career decisions. He was trying to consider how to get back into the sports industry 
while being able to support his wife and children. Spouses and children influenced the 
career decisions of graduates of sport management degree programs. 
Given the early career nature of this study, participants were influenced by 
individuals who eventually became a spouse. Participant 27 (female, age 31) chose to 
move near where her boyfriend found a job. She explained that she had been dating him 
for a year and "just decided there's a lot of [my college's alumni in that area], I'm just 
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going to try and move there and do the best that I can to find a job" (Participant 27). She 
eventually found a position and stayed for a few years, until her boyfriend's work took 
her to a new state (Participant 27). They later married and she had changed positions a 
few times since that move. She explained her husband's influence in her most recent 
career change: 
I was to the point where I was just so desperate to get out of there, like I was just 
applying for any job under the sun. So it finally came down to a long conversation 
with my husband being like, 'You are absolutely miserable and you're just going 
to end up taking another job you really don't want out of desperation' (Participant 
27). 
Her husband played an important role in her career decision again. He encouraged 
Participant 27 to leave a position that made her unhappy. When asked about her future, 
she was unsure if she would continue in the sports industry. She explained, "my husband 
still works there, so it's kind of one of those where ifl'm gone all time it's not like he's not 
going understand why, because he's doing the same career path, probably even more to 
an extreme degree" (Participant 27). She discussed being tom over the decisions and was 
unsure where her future would be (Participant 27). She was greatly influenced by her 
boyfriend who would eventually become her husband. She moved twice, left a position, 
and was considering her future in the sports industry. Her husband had been a major part 
of her career decisions. Participant 25 (male, age 32) reflected on his career decisions: 
The only negative thing [about the position] was I had a really, really bad 
commute. My fiance, now she's my wife, was finishing up her master's degree at a 
school..., so we couldn't move ... , so I was driving 150 miles round trip every day 
for this job. That part was really miserable, but the job itself was excellent 
(Participant 25). 
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His decision to leave that position was influenced by his fiance and her current situation. 
He left a position with a long commute to make their lives simpler. Participant 12 (male, 
age 38) was also influenced by a significant other. He explained, "I had just met the 
woman who's now my wife and we moved ... And I knew that I had an opportunity in 
being with her that I'm going to have a chance to go back and finish my degree" 
(Participant 12). The financial stability of his wife's career gave him the opportunity to 
go back to school for sport management. He explained that he discovered sport 
management as a major after driving through a local college (Participant 12). If it had not 
been for her, he may never have chosen this academic program. The influence of an 
individual who later became a spouse was discussed during participants' interviews. 
Finally, one participant was influenced by the idea of a spouse and family. When 
considering her career options, Participant 23 (female, age 23) explained that she did not 
plan to remain working in the sports industry. She said: 
I think for the next few years I'll stay in sports, but I think it's very big dreaming 
to work in sports at the same time. As much as I love it, one day I would hope to 
get married and have a family and having a family and getting married don't 
really mesh well, because you are working long hours, you're working crazy 
hours. You're schedule isn't a nine to five. I don't think I've ever had a nine to five 
day. So I think over the next few years I'll still stay with sports, but I think maybe 
in the next five to seven years I would want to go into teaching (Participant 23). 
She was a new graduate and knew that her long-term career goals would take her outside 
of the sports industry. She described an inability to have a husband and children while 
working in sport management as a barrier to a long-term career (Participant 23). She 
enjoyed sports, but did not see it as reasonable to spend so much time away from her 
potential family. 
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Families were mentioned as influential to the career decisions of participants. 
Parents and spouses provided financial, network, and emotional support for participants 
as they made career choices. Additionally, the idea of having a family in the future was 
discussed as a barrier to sports industry employment. 
Friends 
Participants were influenced by friends when making sports industry career 
decisions. Friends, including classmates, assisted graduates of sport management degree 
programs in their choice of career and sport management subfield. Participant 32 (male, 
age 25) was struggling to select an academic program. He explained, "a friend of mine 
had told me about a [sport management] program that he was in. And I kind of saw that 
as an opportunity to do something that I could make a career out of' (Participant 32). His 
friend's choice of academic program influenced his decision to make a similar choice. 
Participant 32 was also influenced to stay in the sports industry by the popularity he had 
among friends. He described the comments his friends would make about how great his 
job appeared to them (Participant 32). He explained feeling proud to have a job that his 
friends envied (Participant 32). This influence was not explicit, but th(;! feelings of respect 
discussed impacted his career choices. 
Friendships played a part in sport management career decisions. Participant 9 
(male, age 36) chose sport management because he became friends with a man who was 
involved in the sports industry. That friend thought sport managementwould be a good 
fit for Participant 9. His friend's career in the sports industry influenced his choice of 
major. Participant 24 (female, age 27) was influenced in a similar way. She explained: 
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Obviously growing up you know you always want to work for your childhood 
either baseball team or basketball team, but I didn't think that was necessarily a 
career path that that I could pursue further. I had a friend who went through . . . 
[the] graduate program a year before I decided to do it and he had a great 
experience with it (Participant 24). 
Her friend's career choice influenced her decision to select sport management. 
Friendships impacted an individual's choice of academic program. Either through a direct 
suggestion by a friend or observation of that individual's success in sport management, 
participants chose this course of study. Participants referenced selecting a sport 
management education program based on an influential person. 
Friends influenced career-related choices. Participant 22 (female, age 24) 
explained that her choice of internship program was influenced by a friend. She said: 
Once I found out about that [internship] -and I actually had a friend that went 
through the program who was recommending the program to everyone - I 
decided to apply all over the U.S. and that kind of made a difference in my life 
because I chose one ofthem (Participant 22). 
She credited her friend with notifying her of an internship program in sport management. 
Participant 25 (male, age 32) left a position because a friend alerted hiin to a new position 
in the sports industry. He explained: 
I was only there for eleven months, just under a year... A friend of mine 
contacted me that he knew [a professional sports team] were hiring and they 
needed someone to come in and kind of manage, oversee all of their database 
marketing and CRM work. They didn't really have anyone to own the project 
(Participant 25). 
The opportunity for Participant 25 to take a new director-level position was influenced by 
a friend. His friendship with this individual helped him get a promotion and advance his 
career. 
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Participants were also influenced by classmates when making sport management 
career decisions. Participant 27 (female, age 31) explained, "I was a freshman, actually, 
and there was a guy ... who was a senior there [and he] said probably the best internship 
that he had done all through college was with" this one sports organization. She decided 
to apply and eventually intern for that organization based on the influence of a classmate. 
Friends were influential in choice of academic program and position within the sports 
industry. Friends and classmates gave advice and made suggestions that impacted 
participants' career decisions. 
Mentors 
Participants discussed mentors as influential individuals in their career decisions. 
Mentors were described as friends, colleagues, or professors who took extra time to assist 
participants in their careers. Mentors provided support and gave advice for careers in 
sport management. Additionally, participants discussed a desire to have a mentor. It was 
mentioned that not having a mentor was a disadvantage in the sports industry. 
Mentors were a source of support for participants. Participant 12 (male, age 38) 
explained his mentor, "he's still my boss and he's just a friend and a mentor and has been 
really supportive of me and has kept me in on different projects" (Participant 12). His 
mentor and friend helped to advance his career by keeping Participant 12 involved in 
sport management projects. He was able to expand his resume through involvement in 
projects with his mentor. Participant 32 (male, age 25) explained his professor was his 
mentor. He described his mentor as, "someone that I trust, someone that I talked with 
after having an interview. He helps me prep for interviews; he has helped me through the 
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process" (Participant 32). His mentor helped him research positions and interview for 
jobs. He felt supported by his mentor. He reflected: 
Every class that I took with him, he kind of pushed the limits, and pushed you to 
your boundaries of what you expected. I really respect his opinion and I put a lot 
of stock into what he says. So I would definitely say that he's been one of the 
main factors [to staying in the sports industry] (Participant 32). 
He credited his mentor with keeping him in the field. Participant 32 was supported by his 
mentor even after he was no longer a student. Mentors provided guidance and support for 
participants in their early careers. 
Mentors also provided knowledge. Mentors gave advice and taught job skills. 
Participant 14 (female, age 28) was mentored by an internship supervisor. She explained, 
"she had kind of had a hand in encouraging me to apply to the grad program" (Participant 
14). She was encouraged to go to graduate school and pursue a master's degree in sport 
management by her mentor (Participant 14). She had another mentor once she entered the 
workforce. When Participant 14 was deciding if she wanted to go to law school, this 
person was able to provide first-hand knowledge. She explained a coworker, "kind of 
became a mentor for me ... So I worked for her for a whole year and it was great" 
(Participant 14). Her mentors provided advanced degree guidance from personal 
experiences that influenced Participant 14's career decisions. Participant 11 (male, age 
27) participated in a formal mentorship program with his sports employer. He explained, 
"I started mentoring under a gentleman who was in this basketball facility since it was 
built and had been working at the university for about 36 years. So I was mentored by 
him" (Participant 11 ). His mentor taught him hands-on skills and how to be a successful 
facility manager. This formal program provided him with extensive one-on-one time to 
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learn from an experienced professional. Participant 11 was the only participant to discuss 
a formal mentorship program. It appeared that participants' mentor experiences were 
mostly informal and not part of a structured program. 
Some participants were unable to find mentors to assist in career decisions. They 
discussed wanting mentors to provide encouragement and guidance. Both participants 
who expressed a desire to be mentored were female. Participant 18 (female, age 42) 
described her experiences finding full-time employment. She explained, "I do feel as 
though if you get a good mentor which is really what we need here is good mentors and 
good leaders" then the career decision process would be less daunting (Participant 18). 
She reflected that her lack of mentorship was a hindrance in the sports industry 
(Participant 18). She was unable to get candid career suggestions from an experienced 
professional. She believed this had played a role in her failure to find sports industry 
employment. Participant 15 (female, age 30) was also unable to find a mentor. She 
explained: 
As a director ... for however many years, about six years, and I never had a good 
female role model to look to. So I wanted-- thinking about getting married, 
having children, and how do you balance everything together and I never had that 
one person that could say oh wow, you know, that person, yeah, they figured [it] 
out. They did a great job being a good wife, being a good mother, and then still 
meeting the demands and especially the time demands of the job (Participant 15). 
She was disappointed with the number of women who were positive role models in her 
life (Participant 15). She was unable to see her future plans in sport management as 
realistic without a role model (Participant 15). She decided to leave that position and seek 
a career more suited to her personal goals. She described her current position: 
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It's a very supportive group and I mentioned my supervisor being very 
supportive. He really looked after his staff and you can tell that he is genuinely 
interested in making life easy for them, making sure that they have a good 
experience in the classroom and he's there to help out however he can (Participant 
15). 
She explained how happy she is in this role. The guidance and support she received from 
her supervisor made this position worthwhile (Participant 15). Mentors provided 
guidance and support for graduates' career decisions. The lack of available mentor was 
noted as a disadvantage in the sports industry and participants discussed seeking out 
individuals who could be role models. Mentors were asked to provide guidance and 
support for graduates of sport management degree programs as they made career 
decisions. 
Professors 
Sport management professors were influential in the career decisions of 
participants. Professors provided guidance on sport management subfield, career 
prospects, and industry expectations. Additionally, professors were available to listen and 
give support to students and graduates of sport management degree programs. 
Participants explored areas within sport management based on suggestions from 
professors. Participant 32 (male, age 25) was influenced by a professor to select a sport 
management subfield. He decided to go into sport media after a suggestion from his 
professor (Participant 32). He explained that his professor recommended the subfield as a 
good fit for his strengths as a student (Participant 32). Participant 32 was happy with his 
decision and thankful for the guidance. Participant 13 (male, age 24) was told by his 
professor about a sport management graduate who got an internship in event planning 
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and management. He decided to pursue that area of sport management for his own career. 
His professor's story about another student influenced his choice of sport management 
subfield (Participant 13). Participant 8 (male, age 23) explained his professor's 
suggestion guided his current career choice. He told the story of his professor having 
lunch with a sport manager who said he wanted to hire an intern (Participant 8). As 
Participant 8 explained, the professor recommended him for the position and he was able 
to obtain the internship. He later received a full-time position based on this suggestion 
from his professor (Participant 8). 
Professors were sources of support for participants. They gave advice and 
encouragement to early career graduates of sport management degree programs. 
Professors were a professional connection to students as they embarked on their careers. 
Professors were available to help students obtain sport management positions and 
navigate the sports industry. Participant 25 (male, age 32) explained he was given advice 
from a professor. He had yet to be accepted into the sport management program when a 
professor provided some direction. He explained, the professor: 
gave me a couple of books to read and a couple of people to talk to. He said, 
'Learn. If you want to do this, you're going to have to figure out how some of the 
things really work'. So I read those books and I talked to people and I got to know 
people and stayed in touch with them ... So I guess in a way it was one ofthe 
professors at the university [who] kind of helped point me in the right direction to 
learn about how the industry really works and that helped set my expectations 
(Participant 25). 
This professor provided the knowledge and guidance that lead Participant 25 to a career 
in sport management. Participant 25 was able to set his expectations for his future in the 
sports industry through the help of this professor. Participant 30 (male, age 24) summed 
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up his experience with his professors; he said, "when I think back on things, if it wasn't 
for them I would have been lost". He recognized that the support and encouragement he 
received from his professors was valuable for his career. Professors were a connection for 
graduates of sport management degree programs. They were a source of information not 
only for students, but for graduates as well. Participant 29 (male, age 23) discussed his 
professor. He said, "I'll give him credit because I haven't seen him in over two years, but 
I still have an email list from him. Every time a job opens up I'm on the list, he'll send me 
out" an e-mail (Participant 29). This professor's e-mail list was a source of networking 
and job prospects for his graduates. 
Professors could be a source of support, encouragement, and guidance for 
students. Participant 23 (female, age 23) was unsure of a career direction until she talked 
with a professor. The professor encouraged her to try sport management as a major. It 
was a program she loved. She described that professor, she was: 
the one kind of constant person that has encouraged and kind of guided me along 
the way ... She was the professor that I had talked to at the end of my freshman 
year, kind of just feeling everything out. There have been other professors too, but 
there are only a few that I can even think off the top of my head that really just 
took the time, sat down with me, that I felt comfortable asking questions to, that 
had been in my shoes before ... So I think she was probably the most influential 
reason where I am today and why I'm here today (Participant 23). 
That professor was available to listen and give advice to Participant 23 as she embarked 
on her career. Participant 26 (female, age 26) also had a professor that she could depend 
on. She described him as "very understanding, very realistic about his experiences, as 
well as, what was out there" (Participant 26). Her professor provided realistic 
expectations for the workforce and was "willing to help whoever wants the help" 
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(Participant 26). She went on to explain another professor who was "very realistic, down 
to earth" (Participant 26). She described this professor as someone who: 
sees the passion in individuals. He sees the drive that we may have. And he's 
another person that is all about the students and he wants to make sure that they 
succeed and he wants to see them succeed. He keeps in touch (Participant 26). 
She was very fond of the realistic views of the sports industry her professors provided. 
She found them helpful in her early career. Participant 16 (male, age 23) had a professor 
he could go to for help. He described this professor as looking out for his best interests. 
Finally, Participant 14 (female, age 28) described her relationship with a former professor 
as supportive: 
Well, I do keep in touch with one of my professors. We're really, really close. So 
that's been a great relationship for me just to talk about whatever internship I've 
had or whatever job I've had. I don't necessarily know that any professor or class 
really prepared me for what I would be doing, but this one professor that I had has 
always been a great resource to kind of go back to after the fact or while I'm 
pursuing something just to talk about (Participant 14). 
She described this professor as a good source of honest information and guidance about 
career decisions (Participant 14). Professors were a source of support, encouragement, 
and guidance for graduates of sport management degree programs. Participants 
developed special bonds with professors and felt those individuals were looking out for 
their best interests as they navigated the sports industry. This relationship helped to guide 
career decisions for early career graduates of sport management degree programs. 
Network 
Participants often discussed the importance of a network in providing information 
and guidance for career decisions. Participants mentioned seeking and obtaining sport 
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management positions through professional connections and individuals in their 
networks. Individuals in a participant's network were often fellow alumni of a given sport 
management program, friends of friends, friends of family, or other industry contacts. 
These network connections proved helpful in career decisions as participants navigated 
the sports industry. 
Participants were taught the importance of networking during their sport 
management educations. Participant 16 (male, age 23) explained his program had been 
directing students to build their networks since they began as freshman. He explained: 
There are all [these] people throughout the sports industry that have went to [his 
alma mater] ... , so once you do your homework, they're readily accessible for you. 
They also have links where they're doing job postings with different hookups that 
we have throughout the organizations (Participant 16). 
He understood the importance of networking to obtain positions in the sports industry. 
His university had been teaching that importance since his first year in college. 
Participant 24 (female, age 27) also described the importance of networking. She 
explained: 
I'm not one to sit around and wait for somebody to just send out email of job 
openings. I'm more about locating the opportunities in responsibility upon myself 
to make things happen. So ifl want to talk to somebody, even ifl don't know 
them personally, I'll go out and talk to people, or just get on the internet and find 
an email address, call them myself saying, 'Hey, I'm a student, will you talk to 
me?' So I think because I'm very proactive and won't wait for somebody else, I 
think that's definitely helped me a lot in just kind of getting to where I am 
(Participant 24). 
She was willing to seek out connections on her own because she understood the 
importance of networking. Participant 24 explained that her alumni network was a great 
source for connections in the sports industry. 
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Participants used their alumnus database to seek out sport industry positions and 
contacts. Participant 24 (female, age 27) described her alumni network: 
As cliche as it's going to sound- [the alumni network] is like a family and 
they're willing to help you, even if they've never met you. I remember when I first 
started they had like one night of speaking from current students and they would 
just come talk to us and say if you need any help, just reach out to us. And there 
were a couple of times where I would go on Linkedln and I would see somebody 
who was in the program like I was. I didn't necessarily know them, but they knew 
somebody that I would have loved to talk to or connect with at a different 
organization. So just being able to reach out to them and them being like, 'Yeah, 
you know, this is a colleague of mine. If you could please let her reach out to you 
to help her with any questions she has'. Everybody has been beyond helpful and 
just helping to find a job, or just doing informational interviews with people. And 
I know for me as an alumnus, I still go back and talk to some of the students and 
some of them have connected with me and I'm definitely happy to help any of 
them out or sit down and talk to them about my experiences. When I hear of job 
openings or volunteer positions that become available with organizations I work 
with I definitely shoot those out to a program and they send emails to everybody 
like, 'Hey, this organization has an event coming up on Saturday, if you're willing 
to volunteer please contact so and so'. So definitely networking is their number 
one philosophy (Participant 24). 
She was hired in a full-time position from a person in her network (Participant 24). She 
was appreciative of her alumni network and the connections she was able to build. 
Participant 28 (male, age 29) went to an alumni career fair where he met a man who gave 
him advice about careers in the sports industry. He explained: 
He just kind of really stuck out of everybody there because he was telling me 
about how you can go off and work in the professional industry if that's down 
your alley and you like that sort of cutthroat industry, that's great for you. Or you 
could work in college athletics. He kept saying there was nothing better than 
college athletics, the quality of life is so much better and he was really selling it 
and that stuck out to me. I didn't really fully understand until I got into it myself, 
working in college athletics and all the great things that come with it (Participant 
28). 
Participant 28 sought out a career in collegiate athletics in part because of that encounter. 
He had originally planned to pursue a position in professional sports, but this contact 
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changed his mind (Participant 28). He was very happy with his choice to seek 
employment in college athletics. 
Participants obtained employment through their network. Connections as part of 
an individual's professional network provided position announcements or inside 
information about available jobs. Participant 23 (female, age 23) was hired for a full-time 
position through a connection from her internship supervisor. Her supervisor's brother 
was a guest speaker in one of her classes (Participant 23). She was introduced to him and 
kept in contact. She explained, "when an opening was available he passed it along", and 
she was hired (Participant 23). She gained full-time employment via her network. 
Participant 27 (female, age 31) also utilized her network to find employment. She 
explained that a contact she made during an internship referred her to another internship 
program (Participant 27). That person passed along her information to the hiring 
manager, and she obtained that position (Participant 27). Participant 27 effectively used 
her network to obtain employment again. After she moved, she contacted members of her 
network to garner a full-time position. She explained, "when I moved down, I just 
reached out to him and ... went in and talked to him and he" offered a position 
(Participant 27). She was unsure if she wanted to stay in the sports industry, but after 
their meeting, she wanted to try (Participant 27). She explained that she enjoyed that role. 
Participant 27 had used her network to obtain multiple internships and. at least one full-
time job. She was effective at using her network to make connections and obtain 
employment. Participant 28 (male, age 29) obtained a position through his network. He 
explained: 
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I got that [position] through a contact actually. A person that ran the recreation 
program over there, I knew from high school, believe it or not. He did like a 
practicum at my high school when I was there, so I got to know him well and we 
just happened to stay in touch (Participant 28). 
He was able to maintain contact and earn a position through his network. Participant 16 
(male, age 23) had a similar experience. He discussed the importance of networking: 
Once again, it kind of amounted to who you know. And for me I think my 
strongest point through college and once I started getting positions was just 
networking and staying in close contact with people, and not burning bridges. My 
intern sales manager. .. actually got a promotion ... so he actually became a 
director of group sales and inside sales. Before he left, I obviously said 'Thank 
you', and we had a little conversation in there. And I actually handed him a letter 
before he left, I was like 'Hey, thank you so much for everything. You've been 
training me through this, if an opportunity presents itself . . . [for] a promotion, I'd 
love to talk more about it' (Participant 16). 
For Participant 16, it was important to stay in contact with former supervisors. He used 
this connection and positive relationship to obtain his next role (Participant 16). 
Participants were able to obtain positions in the sports industry through their networks. 
Participants learned important information from their networks. Participant 13 
(male, age 24) mentioned taking a field trip as an intern where the ticket manager of a 
professional sports team spoke to the group. He reflected on the ticket manager's 
presentation: 
All of the interns that if you can sell tickets and you can bring in the company 
money then they will keep you, and you need to have great customer service skills 
and be able to sell groups and tickets. If you can get an internship doing that then 
you can be one of the top people that sell tickets, then ... whoever brought in the 
most money [would have ajob] ... So I'm like 'Wow, maybe I should look for my 
next internship or job even maybe not as much in facilities and events but maybe 
more towards ticket operations or sales, selling stuff ... So I started looking for 
ticket operations internships and I still was looking for events and facilities 
because I still like that, but it really made sense ... Yeah, if you can sell tickets for 
an organization they'll want to keep you (Participant 13). 
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He was inspired by the words of this contact and ended up in a sales role for a sports 
organization (Participant 13). This had not been something he considered prior to this 
encounter. 
Participants were pleased with the number and quality of contacts they were able 
to make in the sports industry. Participant 11 (male, age 27) discussed the positive 
aspects of his position as: 
meeting a vast network of people, extending your own personal network to have 
contacts in the NCAA, to having contacts at the other schools. I think that's 
probably the biggest thing that when you're an event manager of those 
tournaments you get to communicate ... with between 12 and 15 schools 
depending on the sport. I think that's the biggest thing. And then along with you 
get to interact with committee members in the NCAA that normally sit as either 
university presidents, university ADs, university assistant ADs at other schools 
(Participant 11 ). 
This was valuable exposure for Participant 11. He considered building his network as one 
of the most beneficial aspects of his position. Similarly, Participant 25 (male, age 32) 
considered his network as a benefit to his position. He was able to network with the 
friend of his supervisor who introduced him to someone in an organization he wanted to 
work for (Participant 25). Through that connection, he was able to speak with the hiring 
manager of a position and later obtain a full-time position (Participant 25). 
Networking is considered by participants as critical to gaining full-time 
employment in the sports industry. Participants discussed their network, including alumni 
database, employers, friends, and friends of friends and family as important to fmd a 
position. Sport management programs recommended networking to students as a way to 
obtain employment. This encouragement was noted by participants as they explained 
their early career decisions. 
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Participants discussed the influence of significant individuals in their career 
decisions. Influential people included family, friends, mentors, professors, and network 
members. These individuals provided support, gave advice, made suggestions, and 
introduced participants to job opportunities in the sports industry. This group of 
significant individuals proved extremely valuable to participants as they embarked on 
their careers in the sports industry. 
Expectations 
Expectations and expectation setting were discussed by participants related to 
each domain covered in this research. Personal Characteristics, Academic Experience, 
Experiences in the Field of Sport Management, Internships in Sport Management, and 
Influence of Significant Individuals each influenced or was influenced by the 
expectations of graduates of sport management degree programs. Since the concept of 
expectation setting was discussed throughout the previous section, that information will 
not be repeated in this space. However, it is important to acknowledge that it appeared as 
a recurring discussion that influenced participants' career decisions. Participants were 
influenced by a number of personal characteristics and individuals in their lives. 
Participants set expectations for their futures based on information gathered during sport 
management education programs, experiences in the field of sport management, and 
internships in the sports industry. Exposure to sport managers and applied work 
experience was critical to provide participants with realistic expectations for their future 
in this industry. These early career experiences will undoubtedly influence future career 
choices. 
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Chapter Five: Discussion 
A Grounded Theory study aims to allow a theory to emerge from the data. An 
emergent theory identified the ways in which participants set expectations for careers in 
sport management and their resulting career decisions. Next, a flow diagram showed the 
paths participants took to obtain their first positions in the sports industry. 
Factors Affecting Sport Management Career Expectations and Decisions 
Sport management students built their expectations based on the influence of 
multiple factors. During interviews, participants discussed personal characteristics, 
academic experiences, experiences in the field of sport management, internship 
experiences in the field of sport management, and the influence of significant others as all 
influencing their career decisions. Thus, it is the researcher's belief that these factors all 
influence the expectations of graduates of sport management degree programs and the 
resulting career decisions. 
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Diagram 1. Factors Affecting Sport Management Career Expectations and Decisions: An 
Emergent Theory. 
Sport Management Early Career Decisional Flow Diagram 
Participants in this study explained their paths to first positions in sport 
management. Participants began this path as undergraduate students or graduate students 
who brought in past education and experiences. Past experiences as athletes and in 
alternate career fields were discussed as influencing participants. Participants then elected 
to pursue sport management education. Then, participants gained sport management 
experience. This experience was usually achieved through an internship. This experience 
could have been positive, negative, or both positive and negative. However the 
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experience, it helped to determine if a participant was interested in pursuing a career in 
the sports industry. If participants wanted to pursue a position in the sports industry, and 
they perceived an opportunity for them in the industry, they searched for a position. 
This is the juncture where some participants elected to improve their candidacy. 
Participants elected to attend graduate school, obtain an internship or other practical 
experience, or work in an alternate field. This decision allowed participants to add to their 
education and experiences. After those experiences, participants would re-enter the career 
path. Again, participants would identify if they desired a sport management position. If 
the participants determined they did not desire a position in the sports industry, they 
sought a position in an alternate field. If participants wanted to seek employment in the 
sports industry, the next step was determine if there was an available position. 
When determining if there was an available sport management position, 
participants sought out the assistance of contacts in their networks. The use of contacts in 
a network aided participants in their ability to find an available position in the sports 
industry. If an available position was found, two questions needed to be asked. First, did 
the participants' perceive their qualifications a match for the requirements of the 
position? Second, did the participants have realistic expectations for level, type, and 
salary ofthe available position? During interviews, participants mentioned their 
perceived qualifications upon graduation from a sport management program that may or 
may not have been realistic for the positions available to them at that time. Graduates of 
sport management degree programs may initially believe they are qualified for a higher 
position than is realistic in the sports industry. For example, a participant may expect to 
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be offered a position at the director or manager level, but upon entering the workforce 
he/she found themselves qualified to be hired at the coordinator level. Thus, their initial 
expectations would be deemed unrealistic. At this point, if a position was available, the 
participants perceived themselves qualified, and they had realistic expectations for the 
workforce, participants applied for said positions. If there were no available jobs, 
participants needed to determine if they were still interested in sports industry 
employment. If they were, they would continue searching for positions or improve their 
candidacy. If a participant determined that he/she no longer wished to seek sports 
industry employment, the participant explored options outside of the sports industry. 
Finally, if participants had positive experiences, sought employment in the sports 
industry, found available positions, perceived themselves qualified, had realistic 
expectations, and were offered positions within the sports industry, employment was 
obtained. If at any stage ofthis path, a participant reached a barrier or his/her 
expectations were not met, they may have chosen to seek employment in an alternate 
industry. Additionally, after a participant searched for employment and was unable to 
find acceptable positions and decided not to continue to improve his/her candidacy, a 
search for alternate employment began. 
This path to a first job within the sports industry held true for the participants of 
this study. Of course, there are possible exceptions to this theory. It is also important to 
note that this path does not apply to graduates of sport management degree programs who 
are looking for a second or subsequent position in the sports industry. This theory applies 
to first positions in the sport management field. 
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Assumptions 
The original purpose of this research was to determine if similarities and 
differences existed between graduates of sport management degree programs who stayed 
in the sports industry throughout their careers, and those who left the industry for 
alternate career fields. Through a qualitative, grounded theory exploration of the early 
career experiences of graduates of sport management degree programs, this research 
aimed at understanding how this group navigates the sports industry. Although this began 
as a study to explore the reasons for attrition among this population, it was determined 
that too few participants left the sports industry for alternate fields to deduce reasons for 
attrition. Thus, a thematic analysis of the experiences of graduates of sport management 
degree programs helped to uncover examples of the early career experiences of this 
population. 
The researcher expected to discover that graduates of sport management degree 
programs left the sports industry more often than remained. This was not substantiated by 
the data. Sixteen participants remained in the field, while only three had obtained 
employment and chose to leave. It was also expected that individuals who were not 
currently working in the sports industry had self-selected to work in alternate industries. 
The data showed that the number of participants who had obtained employment and self-
selected out was less than the number of participants who were unable to obtain initial 
sports employment. It appeared that it was more difficult to obtain a first position in 
sports than the researcher expected. Six participants never obtained a first full-time 
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position in sport management. Those in this group who wished to be employed in the 
sports industry were also surprised by the difficulty of obtaining a full-:-time position. 
It was expected that participants would report hours required in the sports industry 
and financial factors as primary justifications for leaving sport management positions. 
Hours and financial factors were discussed by participants as challenges to employment 
in the sports industry; however, a central reason for attrition was not supported by the 
data. It was expected family influences or life stage would be a major factor in attrition 
among early career sport managers. The researcher expected that individuals who wanted 
to get married and have a family would leave the sports industry and seek employment in 
alternate fields. While some participants discussed family life, getting married, and 
having children as influential in their lives, since so few participants had obtained sports 
industry employment and left, the data are inconclusive. Additionally, the researcher 
expected female subjects to discuss gender, gender discrimination, and being treated 
differently in sports as a factor for leaving the field of sport management. Female 
participants did discuss gender and the dominance of males in the sports industry. While 
some participants felt that this differential treatment was unacceptable and insulting, 
other females appeared to accept it as a conclusion of sports industry employment. It was 
unclear if female participants were treated differently, or if participants had become 
conditioned to this treatment and did not recognize it as abnormal. It is also possible that 
any differences in treatment of male and female employees are based on the specific sport 
organization and not an industry-wide phenomenon. Prior to beginning this research, the 
researcher acknowledged the presence of her potentially biased assumptions. Through the 
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use of a third-party reviewer, it was hoped that any possible influence on the data was 
removed. Since most of the researcher's assumptions were proven incorrect, it is unlikely 
that any data analysis biases strongly influenced the conclusions. 
Implications 
This research provides an introduction to new information and research on the 
career experiences of graduates of sport management degree programs. Implications for 
theory, practice, and future research are discussed below. 
Theory 
Since the nature of career decisions is highly individual, the findings could not be 
generalized. A central theory to explain the reasons for career decisions among graduates 
of sport management degree programs did not emerge. The theories explored in Chapter 
Two helped to provide partial information to explain the early career experiences of 
graduates of sport management degree programs. However, one all-encompassing theory 
to explain the reasons for career decisions was not found in the research data. 
Individuals' personal characteristics, backgrounds, experiences, and expectations for their 
futures in the sports industry interacted in a personalized way on the path to a career. The 
development of one central theory proved to be difficult. It is more likely that each 
graduate will take a personalized path, influenced by interacting factors, to a career, and 
determine along the way if he/she plans to pursue sport management or an alternate 
industry. 
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It is possible that the desire to pursue a career in sport management may wane 
over time. The barriers to employment in the sports industry may lead people to seek 
alternate employment. Participants who initially aimed to become sport managers, but 
faced barriers to employment, eventually sought employment in an alternate field. 
Barriers specifically discussed were competition for positions, limited networks, not 
having a mentor or guidance to obtain employment, and financial factors. Given the high 
number of applicants for entry-level sport management positions, graduates of sport 
management degree programs faced significant competition for open positions. In two 
cases, the participants specifically discussed having re-located to a new area where they 
did not have a sports industry network to assist in their job search. Without a network and 
mentor to guide their job searches, these participants found it difficult to break into the 
sports industry. Additionally, the prospect of continuing internships for little to no 
money, or accepting a salary below what could be earned in alternate fields influenced 
participants' career decisions. With age and changes in life stage, participants were 
unwilling or unable to continue to search for sports industry employment, and instead 
obtained full-time positions in alternate fields. A possible theory on the impact that 
barriers have on an individual' s desire to persevere to sports employment could provide 
interesting information to the field. If graduates of sport management degree programs 
are facing significant barriers to employment in the field, and some choose to persist and 
obtain sports industry employment, while others choose to leave, that information could 
be useful to the field. It is possible that only specific barriers encourage employment in 
alternate fields. It is also possible that the presence of a certain number of barriers 
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influences this choice. Singular barriers may not negatively encourage sports industry 
employment, but the presence of multiple barriers could be restrictive to graduates of 
sport management degree programs. It may be useful to draw from research in other 
fields to find a connection to sport managers' careers. 
For participants who obtained sports industry employment, traditional turnover 
theory may have been most useful in explaining the career decisions of graduates of sport 
management degree programs. As explained by Van Dam (2008), traditional turnover 
theory (March and Simon, 1958; Mobley, Griffith, Hand and Meglino, 1979) 
hypothesized that lowered levels of job satisfaction and organizational commitment 
during employment combined with the perception of available jobs in alternate fields 
resulted in thoughts about attrition. These lowered levels of job satisfaction and 
organizational commitment could have developed over time. Whereas an employee may 
initially enjoy his/her position, time served may lead to lowered levels of satisfaction. 
Time combined with reduced job satisfaction could have influenced graduates of sport 
management degree programs to seek a~ternate positions. Some participants began 
careers in the sports industry and experienced a change in career goals over time. 
Additionally, individuals who believed they had better opportunities outside the sports 
industry may have chosen to leave. An exploration of career opportunities outside the 
sports industry was seen in discussions of hours required in the sports industry and the 
financial factors that influenced career decisions. A theory that can build on traditional 
turnover theory and add a component of time may provide valuable information about 
what leads to attrition. There did not appear to be one point in time that lead participants 
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to explore outside opportunities, but this study showed that after approximately 3 years in 
the sports industry, participants began to revisit their plans for the future. This idea could 
be further explored with an increased number of participants who chose to leave sports 
industry positions. If it can be determined that after a given period oftime sport managers 
will explore alternate careers, that information may help the sports industry to establish 
an intervention as employees approach this threshold. 
The development of excellence through the use of deliberate practice, as 
introduced by Ericsson, Krampe, and Tesch-Romer (1993), was included to illustrate the 
possible amount oftime needed to reach excellence in sport management. It was 
hypothesized that graduates of sport management degree programs may have chosen to 
leave the field prior to reaching the threshold often years or 10,000 hours of deliberate 
practice for excellence in sport management. The idea of completing ten years or 10,000 
hours for excellence in sport management could be tested through an exploration of the 
time sport managers spend in sports industry positions. A sport manager could complete a 
daily time log for a given period of time, which includes in-season as well as out-of-
season time, to show the number of hours worked in a given year. A record of time spent 
in sports industry positions will give an approximate number of hours that sport managers 
are attaining each year. The number of hours worked each year could help determine at 
what point a sport manager reaches 10,000 hours. The point in time when sport managers 
reach 10,000 hours could be compared to information on when sport managers are self-
selecting out of the sports industry. If just as a sport manager was attaining excellence in 
a given sports industry position, he/she was leaving the field, that could have a negative 
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impact on the industry. The sports industry should not want their best and most 
experienced employees leaving for alternate fields just when they are reaching 
excellence. As a field, more focus could be placed upon retaining employees at this 
critical time. 
Practice 
Implications for practice include suggestions for sport management education 
programs, the value this information has for students, and the benefits to the field of sport 
management. 
Sport management education programs 
College and university sport management programs can gamer useful information 
about the career experiences oftheir graduates from this study. Programs can learn the 
importance of professors and mentors to the graduates, suggestions for coursework, and 
the impact of internships. Sport management programs can also learn the importance of 
setting realistic expectations in the competitive sports industry with students. 
Additionally, sport management education programs need to make the potential pathways 
to a career in the sports industry clearer to students. Programs may want to consider 
giving explicit instructions to students on the challenges, as well as benefits, to sports 
industry employment. 
Professors and mentors were praised by participants as influential in career 
decisions. Professors provided guidance on coursework, sport management subfield, and 
important industry contacts for careers. It may be useful for sport management degree 
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programs to hire professors who are not only academics, but former practitioners who can 
bring valuable industry experiences and contacts to the classroom. Few programs set up 
mentorships for students and graduates. Mentors provided support, guidance, and 
assistance to early career sport managers. Participants who did not have mentors 
discussed a desire for someone to assist or guide them through the sports industry. As the 
sports industry can be competitive and positions can be difficult to obtain, a mentor could 
on-going provide support on a range of employment and life-related issues. Sport 
management education programs may want to consider a mentorship program for 
students. This could help students understand the industry, make connections, and later 
obtain full-time positions. While few programs had structured mentorship programs, 
some professors assisted students in gaining mentors or were mentors for students 
themselves. A sport management program could better serve their students by creating an 
established mentorship program to help students and graduates navigate their careers in 
the sports industry. This guidance will give students the ability to foster relationships 
with practitioners and reinforce the valuable expectation setting discussed in this 
research. While a structured mentorship program can work in theory, a mentor-mentee 
relationship must connect individuals who are a good match. Similar goals, experiences, 
and personal characteristics could provide a connection between students and industry 
practitioners. This contact could help individuals who are interested in sports industry 
employment to obtain their first position in sport management. 
Participants mentioned the need for additional coursework that would aid in their 
pursuit of a sports industry career. Participants discussed a desire for a sales course as 
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part of their sport management degree program. There may be a need for coursework or 
training that includes specific classes to train individuals for future positions in sales. 
Arguing that many entry-level sport management positions are in sales, a course focused 
on teaching techniques to students could prove useful. 
Participants also discussed a need for a class to explain the opportunities for 
employment in the sports industry. While it appeared that some sport management 
programs provided this type of training, other programs were lacking this type of 
education. This information can be a useful tool to set realistic expectations for graduates. 
A class or seminar that gives honest information to sport management students could 
prepare them for their future careers. 
Internships were discussed by participants as providing valuable and important 
experiences. Internships were mentioned as better learning experiences than traditional 
coursework. A sport management program that can reinforce this idea, and allow students 
to take part in internship opportunities can be valuable in the preparation of sport 
managers. A graduate of a sport management degree program who completed internships 
in the sports industry appeared to have valuable experiences to take into the workforce. 
Internships were also an important opportunity for networking. Networking was 
consistently discussed as important in the sports industry. Networking afforded 
participants the opportunity to make connections for positions in the sports industry. 
Expectation setting was a recurrent theme during interviews. Sport management 
programs can provide valuable expectation setting for students. Through the use of case 
studies, honest discussions, and guest speakers, colleges/universities can teach students 
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what to expect in the sports industry. Internships and mentorships can also reinforce the 
setting of realistic expectations for entry into the sports industry. Programs that glorify 
the field may do a disservice to students who can graduate without a realistic idea of what 
the workplace will be like. Students who grow up watching sports in which star athletes 
and coaches make millions of dollars will likely have unrealistic ideas of sports industry 
employment. Sport management programs should consider a way to dispel the myths that 
students bring to the program by providing the hard truths about challenges in the field. 
The path graduates of sport management degree programs take to their first 
position in the sports industry has implications for sport management programs. The path 
can sometimes require graduates to complete sport management internships and 
experiences, network, and realistic expectation setting. Practical sport management 
experiences allow students the opportunity to try different tasks and learn about the 
various sport management subfields. Additionally, hands-on experiences allow students 
to add work experiences to their resumes and begin to set themselves apart from their 
competitors. Networking, as previously discussed, allows students to build industry 
connections who may later assist in the job search. Finally, expectation setting in sport 
management programs will allow students to be better prepared for the path to sport 
industry employment. Sport management programs that can make clear the obstacles to 
obtaining sport management positions may better prepare students for the job search 
process. The job search process discussed by participants can be long and difficult. A 
student and graduate prepared for that journey can be successful and persevere in the face 
of the barriers to employment. 
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Students 
Information reported in this study can assist in the preparation of sport 
management students. Through the interviews and stories told by early career graduates 
of sport management degree programs, students can understand the realities of the sports 
industry, its positive aspects, and its challenges. Participants in this research provided 
sincere feedback about pros and cons of working in sport management. Students would 
possibly benefit from hearing open and honest information about the workforce prior to 
embarking on careers. Rinehart (2005) explained that reading the experiences of others 
can be an important and useful resource for students of sport management degree 
programs. Through the use of personal storytelling found in qualitative research, students 
can gain role models for their future careers (Rinehart, 2005). As discussed, there is a 
need for role models and mentors for future sport managers. 
Additionally, information about the experiences of others can make students 
aware of the challenges to obtain full-time sport management positions. Students may not 
understand the competitive nature of sports industry employment until they attempt to 
find a position. Whether that is because students were not told about what the sports 
industry would be like or they did not heed the warnings of their sport management 
degree programs is unclear. Participants remarked that they did not realize how difficult it 
would be, how many hours were required, or how low the pay would be. This may be 
because sport management degree programs have been shielding students, or because 
students did not realize the extent of the difficulty, long hours, or low pay. This data can 
be useful information to help in guiding expectation setting for sport management 
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students. Students who read about the experiences of others may re-evaluate their 
expectations and plans for the future . Reading the experiences of others can help to 
reinforce the financial factors, hours required, and realities of the sports industry. These 
factors may go unnoticed without explicit messages to students. This data provides 
students the opportunity to hear about the experiences of peers in the sports industry. 
Field of sport management 
There are implications for the field of sport management. Given the scant research 
studies available about the career experiences of graduates of sport management degree 
programs, this study adds to the growing body of knowledge. In an industry as young as 
sport management, new findings help inform educators. The Kjeldsen (1990) and Parks 
( 1991) studies showed that attrition occurred in sport management, but did not delve into 
the reasons why that attrition occurred. This study provided a deeper look at how 
graduates of sport management degree programs experience their early careers. Allowing 
graduates of a sport management degree programs to illustrate their feelings, experiences, 
and expectations provides the field with vital information in areas of need. 
Information provided during interviews can provide sport employers an 
understanding of the perceptions of employees. Sport employers should understand the 
industry as employees experience it. Employees who argue that the pay is too low, and 
the hours are too long, may leave the field. This attrition can be problematic in small 
sport organizations. Sport organizations are generally smaller companies that need to 
quickly replace departing staff members to avoid breaks in coverage. An understanding 
of the realities of the workplace as explained by participants can be useful. Sport 
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organizations may not understand the experiences of their employees. This information 
could allow sport organizations to more optimally create programming and to enhance 
employee retention. 
Additionally, participants reflected on how they feel about the sports industry. 
Participants discussed feeling disappointed in their training and their experiences in the 
sports industry. These feelings of disappointment lead participants to explore alternate 
career fields. Disappointment and unhappiness can reduce job satisfaction and 
commitment to the field. As a sport manager gains experience and establishes expertise in 
their given career, it is a disadvantage to the industry when he/she leaves. An 
understanding of the feelings of graduates can lead to changes or adaptations to improve 
sport manager working conditions, productivity, and workplace happiness. Small 
interventions can have a big impact. An employer who asks employees to evaluate their 
own performances and the performances of their supervisors, create goals for the future, 
and/or have a say in decision making may improve workplace happiness. An employee 
that feels valued by their employer may be willing to work harder to accomplish 
organizational goals. Understanding that competition is high in the sports industry, sports 
organizations that remind employees that there are hundreds of new resumes coming in, 
and others who are willing to work longer hours for less money is a disincentive to 
employees. While this approach could motivate some individuals to work harder to keep 
their positions, it is unlikely to motivate all employees. It places an emphasis on the 
replaceable nature of employees. Employees who feel that they are not valued may be 
more likely to seek alternate employment than to persevere. 
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This research study provides new information to the growing literature on sport 
management. Sport management literature and literature on the careers of sport managers 
can be valuable to the continued growth ofthe industry. Sport management education 
programs can better understand the experiences of graduates and adapt coursework to 
better train future sport managers. Information about the career experiences of graduates 
of sport management degree programs can help to educate students on what to expect 
upon entering the workforce. The field of sport management can also benefit from this 
study. The field of sport management needs increased amounts of research to continue to 
establish itself. Finally, sports employers can benefit from an increased understanding of 
the experiences of their employees. Through an understanding of graduates of sport 
management degree programs, sports organizations can create interventions to reduce 
unwanted attrition. 
Future research 
Future research could expand on this study and provide increased information to 
the field of sport management. A study that focused on one institution or one degree level 
would expand on the present study. Given the freedom colleges/universities are given 
when creating sport management programs, an analysis of one institution or degree 
would provide more specific information on the education graduates of sport 
management programs are receiving or could receive. Additionally, sport management 
programs can vary in focus, name, and departmental home, future research could analyze 
multiple programs. A compare and contrast study may show strengths, weaknesses, or 
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areas of improvement to increase both the benefit to students and potential for 
employment post-graduation. 
Additional research may include a quantitative study to determine the percentage 
of sport management students who stay in the field compared to those who leave the 
field. A larger sample size could be useful to draw conclusions about the field . An 
electronic survey could provide valuable data on the current career fields of graduates of 
sport management degree programs. This information could prove useful to sport 
management education programs who aim to train and place graduates into the sports 
industry. 
A study that focused on comparing the percentage of employees in a sport 
organization who have a sport management degree to those who do not could help us 
learn more about the value of a sport management education to practitioners. A sport 
management degree is not required for employment in the sports industry. An exploration 
of the educational background of practitioners may indicate what sort of educational 
background sport management is to employers. 
Finally, a potential study could explore if there is a threshold for establishing 
excellence in sport management. Using the research by Ericsson, Krampe, and Tesch-
Romer (1993) as a guide, the careers of graduates of sport management programs could 
be explored to determine if a sport manager reaches the requisite 10,000 hours of 
deliberate practice corresponds with the development of sport management expertise. The 
threshold for excellence described may be met significantly sooner than the 1 0-year mark 
because sports industry employees may work well over the traditional 40-hour work 
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week. In this case, excellence could be reached more rapidly in this industry. If a 
development of a sport management expertise metric was determined, either by years or 
hours, it might assist employers in adjustment of their hiring and development processes 
to aid retention of employees beyond that mark. Then, it could be explored why this 
happens and the implications for sport employers and the field of sport management. 
Limitations 
There were some limitations to this study. As with any qualitative study, 
generalizations about the field of sport management and its educated managers cannot be 
made. Due to the sample size, this study may only represent the experiences of a small 
portion of early career graduates of sport management degree programs. Since 
participants were not restricted to one institution or level of education, conclusions about 
the type of educational training cannot be made. There was a lack of diversity in the 
group of participants. It is likely that there is a lack of diversity in the sport management 
field, particularly at the highest paid positions, which could account for the lack of 
diversity in this study. The information learned through this study will only represent 
individuals with sport management educations, not those who worked in sport 
management careers, but did not receive sport management education. Since a sport 
management education is not required for employment in the field, only a portion of 
workers will have an earned degree in sport management. There is a risk that participants 
provided filtered or partial responses. Participants may not have felt comfortable sharing 
honest information and experiences about sport management experiences. While 
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telephone interviews could be sufficient, face-to-face interviews could have provided 
more information. 
Conclusion 
The specific reasons to stay or leave the sports industry remain. unclear for 
graduates of sport management degree programs. Therefore, a formula to determine who 
would leave positions in the sports industry versus who would stay in the industry was 
not found. It appeared that each participant made an individual choice based on his/her 
own experiences, personal life, goals for the future, and expectations for the sports 
industry. Expectations for careers in the sports industry were based on the influence of 
multi-directional factors, that these expectations would influence later career decisions, 
and that career decisions are fundamentally individual choices based on the interaction of 
several factors. 
While developing a process to describe the way graduates of sport management 
degree programs obtain their first positions in sport management was not an initial goal 
of the data collection (the original goal of the research was to determine reasons for 
attrition among graduates of sport management degree programs) this information 
emerged to show how participants were able to gain initial sports industry employment 
(see Diagram 2., page 191). Since there are increasing numbers of colleges/universities 
implementing sport management programs, and thus an increased number of graduates of 
sport management degree programs, information regarding a path to a first sports 
industry employment could be useful. This information could aid sport management 
education programs and students in realistic expectation setting for future careers in the 
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sports industry. If programs and students understand the actual paths taken to sports 
industry employment, colleges/universities can better prepare students for what to expect 
upon graduation. 
Sport management education programs have increased exponentially in the 45-
years since inception. With that growth in the number of programs and thus graduates, 
there is an increased awareness of the experiences of sport managers. Limited studies 
have explored the experiences of graduates of sport management degree programs. 
Existing research has shown high attrition among sport management graduates; however 
those studies were conducted more than 20 years ago. This qualitative study focused on 
the experiences of early career graduates of sport management degree programs. A 
grounded theory approach to data analysis was used. A thematic analysis showed that 
personal characteristics, academic experiences, experiences in the field of sport 
management, internships in the sports industry, and the influence of significant others all 
impacted the expectations of participants. Research results included the importance of 
and factors that influence expectation setting. Data also revealed a potential path sport 
management graduates took to obtain their first positions in the sports industry. The early 
career experiences of graduates of sport management degree programs provide useful 
information for sport management education programs, students, and the field. 
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APPENDIX A 
Invitation to Participate 
July, 2012 
Dear graduate, 
My name is lillian McNiff and I am a doctoral student studying curriculum and teaching 
at Boston University. I am writing today to ask for your voluntary participation in my 
doctoral research study. 
The purpose of this study is to explore the early career experiences of sport management 
graduates. You will be asked to participate in a telephone interview and answer questions 
about your career experiences and decisions. Each interview will take approximately 30 
minutes. 
Data from this study will be used to understand the experiences of sport management 
graduates during the first few years after graduation. 
Please feel free to e-mail (jillm@bu.edu) or call me (617-913-1656) with any questions, 
concerns, or to set up an interview. You may also contact, my faculty advisor, Dr. John 
McCarthy at jmmcc@bu.edu or 617-353-0365. 
You may obtain further information about your rights as a research subject by contacting 
the Boston University Institutional Review Board for Human Subjects Research at 617-
358-6115 or irb@bu.edu. 
Please click the following link to agree to participate. http://survey.binhoster.com/ 
Thank you for your time, 
lillian McNiff 
Boston University, School ofEducation 
231 
APPENDIXB 
Informed Consent 
My name is Jillian McNiff and I am a doctoral student at Boston University. I am 
conducting a research study to examine why sport management graduates are leaving the 
field of sport management. 
You are being asked to participate in this study because you are a graduate of a sport 
management, recreation management, athletic administration or leisure service 
management program. Participation in this study is voluntary and all information will 
remain anonymous. You are being asked to participate in a telephone interview at a 
convenient time. This interview will take approximately 30 minutes. All participation is 
voluntary and you may end your participation at any time. 
There are no known costs to you for participating in this research study except for your 
time. You will not be paid to participate in this research study. 
Information from this study and study records may be reviewed and photocopied by the 
institution and by regulators responsible for research oversight such as the Office of 
Human Research Protections and the Boston University Institutional Review Board. 
If you have questions regarding this research, either now or at any time in the future, 
please contact Jillian McNiff at 617-913-1656 or jillm@bu.edu. You may also contact 
Dr. John McCarthy at 617-353-0365 jmmcc@bu.edu. 
You may obtain further information about your rights as a research subject by contacting 
the Boston University Institutional Review Board for Human Subjects Research at 617-
358-6115 or irb@bu.edu. 
By checking the box below and initialing in the below space, you are indicating that you 
have read this consent form or it has been read to you. You are agreeing to the terms as 
mentioned above. By signing the consent form you are indicating that you voluntarily 
agree to participate in the study. A copy may be mailed ore-mailed to you e-mail for 
your records. 
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APPENDIXC 
Interview Guide 
Name: 
Interview Date: 
Year of graduation: 
Sports Management Now: YES NO 
Why did you first decide to seek a degree in sports management? 
Internships? Required? How did you obtain them? 
Specific experiences? Expected? 
What happened after graduation? How did you get that job? 
Can you tell me about your first job after graduation? Expected? 
What were your responsibilities? 
Can you recall some experiences from your first year on the job? What was that firstjob 
like for you? Tell me about the good stuff and the not-so-good stuff. 
Did anything change after your first year? 
Current position? Expected? 
How have you actually felt about work in the sports management field? 
Can you discuss how your instructors, specific courses or your education prepared you 
for the workforce? 
What part, if any, did your university training in sports management play a role in your 
career in sports management--or out of it: 
- help you to get jobs 
-setting expectations (and aspirations) for what work in the field would be like 
-giving you specific knowledge and skills that helped you in career 
Given that you were trained and have a degree in sports management, how have you used 
your education in your current position? 
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Do you feel any personal characteristics influenced your experiences in the workforce? 
Where do you see yourself in 5 years? 
Demographic information 
Age 
Race 
Gender 
Education Level 
State currently reside in 
Reported sport management subfield: 
community, recreational and sport facilities, public and private fitness clubs, corporate 
wellness centers, hotels and resorts, youth sports, interscholastic sports, intercollegiate 
athletics, and professional sports 
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APPENDIXD 
Domains and Codes with Definitions 
Personal Characteristics- factors about an individual's personal life, his/her demographics 
and life experiences 
Age- factor mentioned during interviews that influenced experiences in sport 
management (internships and careers) 
Gender- personal characteristic that female participants discussed as an influence on sport 
management experience 
Previous experience as athlete- experience participating in sports as a youth, often a 
participant's first exposure to sport management and a motivator for choosing sports 
management as a major 
Perceived difference from peers- comments from participants about perceived differences 
from others, this included non-traditional students (age, marriage), choice of major, 
choice of sport management specialty, specific skills in sport management, career paths, 
choice of internships, job search techniques, gender in sport management, 
organization/ organization structure 
Struggle to decide on career path- participants discussed a difficult time choosing a major 
and/or career path but decided on sports management for a variety of reasons (influence 
of or advice from another individual, combination of sport and business, love of sports) 
Academic Experiences- experiences during academic career that influenced participants 
Perceived beneficial university preparation- perception that academic sport management 
program was beneficial 
Perceived not beneficial university preparation- perception that academic sport 
management program was not beneficial, not helpful 
Graduate degree to open more career opportunities- identification of a participant 
choosing to go back to school for a graduate degree in order to advance his/her career 
Experiences in the Field of Sport Management- experiences in the field of sport 
management, broken down into internships, job experiences, and feelings about the field 
of sport management 
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Financial factors in sport management- discussion of money, pay, and financial stability 
or lack thereof 
Hours necessary for sports management career- discussion of hours as a necessary part of 
sport management positions, including typical hours per week, non-traditional hours, 
nights, weekends, positive and negative aspects of hours 
Respect/Lack of respect in workplace- comments by participants of feeling respected 
and/or disrespected in the workplace, including by superiors, coworkers, organizations, 
and athletes 
Competition for sport management jobs- discussion about the level of competition for 
sport management jobs, feelings of difficulty competing with so many people for 
available positions in sports industry 
Reality of sports management world- acknowledgement about real-life and the reality of 
sports management employment, also the idea that outsiders do not understand/know 
about realities 
Feelings about sport management as a career- comments from participants about their 
feelings about the sports industry 
Disappointment in sport management- discussion about disappointment in sports 
management, sports industry, or employment in sports 
Enthusiasm about sport management- participants discuss love of sports, expressed 
excitement about sports industry and/or career 
Enjoyment of sport management/career- comments from participants about enjoying 
sports management, sports industry, and sport management career 
Internships- experience working in sports management but not a full-time position, this 
includes paid and unpaid, full- and part-time experiences, usually done for college credit 
while in school 
Internship experiences in sport management- experiences during internship 
Variety of tasks/skills performed- comments from participants about the variety of tasks 
performed and skills used 
Identification of learning- reflection from participant about learning, amount learned, 
opportunity to learn 
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Influence of Significant Individuals- discussion from participants about influential 
individuals in their lives 
Family/Friends- discussion of influential family members or friends, talk of support from 
parents (moral and financial), parents who researched programs/helped to choose major, 
examples set by family/friends about desired lifestyle, friends who majored in sport 
management and/or work in sport management 
Mentor/Want Mentor/Have Mentor/Individuals that act as mentor- discussion of a 
mentor, wanting/needing a mentor, mentorship, individuals that acted as a mentor, 
usually someone with sport management experience that was willing to guide and support 
participant, often a professor or supervisor 
Use of/importance of networking- discussion of using networking and the importance of 
networking to make contacts/find sport management employment, many times this was 
done through a contact or university alumni database 
Professors- teachers, lecturers, professors who influenced participants, including majors, 
internships, jobs, career paths, sport management subfields 
Expectations- discussion about expectations, expected experiences in sport management, 
internships, academic programs, job searching, schedule/hours, pay, lifestyle, family life 
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APPENDIXE 
Colleges and Universities Represented by Study Participants 
Arizona State University, Glendale, Arizona 
Florida Atlantic University, Boca Raton, Florida 
Florida State University, Tallahassee, Florida 
James Madison University, Harrisonburg, Virginia 
Lasell College, Newton, Massachusetts 
Lock Haven University, Lock Haven, Pennsylvania 
Marshall University, Huntington, West Virginia 
Millersville University of Pennsylvania, Millersville, Pennsylvania 
Morehead State University, Morehead, Kentucky 
Ohio University, Athens, Ohio 
San Diego State University, San Diego, California 
Southern New Hampshire University, Manchester, New Hampshire 
Temple University, Philadelphia, Pennsylvania 
University of Central Florida, Orlando, Florida 
University of Connecticut, Storrs, Connecticut 
University of Massachusetts, Amherst, Massachusetts 
University of Minnesota, Minneapolis, Minnesota 
University ofNorthern Colorado, Greely, Colorado 
University of San Francisco, San Francisco, California 
Western New England University, Springfield, Massachusetts 
York College of Pennsylvania, York, Pennsylvania 
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